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ABSTRACT
FACILITATING PARTICIPATORY TEAM LEADERSHIP IN A LOCAL
CHURCH SETTINGWITH AN EPISCOPAL TRADITION
by
Marvin J. Hudson
This study explores the nature and design of an in-house lay leadership education
module for a local church setting. The project context is Goodrich Memorial United
Methodist Church ofNorman, Oklahoma.
The literature review examines the contributions of corporate and religious
leadership studies as well as those of demograpiiics and pertinent biblical texts. The field
project utilized a quasi-experimental nonequivalent (pretest-posttest) control group
design.
The project significantly increased the ability of laity to communicate with the
pastor with regard to leadership issues. The in-house model allowed a large group of laity
to share the educational experience.
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CHAPTER 1
ESTABLISHING THE PROBLEM
Fresh out of seminary in 1991, my first appointment was to serve the local
congregation at Nardin, Oklahoma. Nardin Methodist Church had a long history of little
accomphshment in the years before my coming. With great anticipation, my family and I
moved into the parsonage and assumed our duties. Even at that early point, I had certain
dreams ofwhat I would like to accompUsh. I quickly discovered that the general routine
was that of a chaplain. I also became aware that virtually no one fi^om the immediate
community ofNardin attended our church. The congregation was largely comprised of
the direct or extended members of two prominent famihes in the greater rural community.
My personal dreams and goals included evangehsm and mission on the part of the local
body towards our community and beyond. At the close ofmy first year, I was to
acknowledge the first ofmany failures in terms of getting any project off the ground.
Throughout my tenure, I would be at a loss as to how to jump-start the process of change
needed within the church.
Coincidentally during that first year, I received a brochure for a leadership
seminar to be held in the Dallas, Texas area during the following summer. The seminar
literature promised that I would be equipped to bring visionary leadership back to my
congregation thus paving the way into a highly productive future. I attended, and the
seminar was indeed excellent. I retumed to Nardin filled with fi-esh enthusiasm and ideas
to share with my congregation. Losing no time I began to share my new resources with
my leadership in the local church. The result was distressing. In the weeks that followed,
I shared my exciting new ideas in both informal settings and at a Council on Ministry
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retreat. In nearly all settings, I encountered a significant lack of response. I found that my
excitement did not translate to my leaders. Their response was apathetic and indifferent. I
was finstrated and confiised. Though I would serve there some three years, this general
condition would remain the same. I remember one ofmy leaders insightfially commenting
during the closmg weeks ofmy tenure that he knew I had ofl;en felt that I was able to
accomplish little at Nardin. I did in fact perceive httie in the way of accomplishment from
my ministry there; however, why this was the case was not immediately clear.
Analysis of the Problem
In retrospect, after having served a series of congregations, I have come to the
conviction that a significant part of the answer is that the congregation and I fimctioned
on two very different planes of vision. I had the benefit ofboth my seminary background
and more significantly the leadership seminar. I had traveled to Dallas and been inspired
on many levels; they had not. I understood something ofthe challenge to live as though
our best days were yet to come. A common theme at Nardin was all the fondly
remembered things they used to do. In short, we were speaking two very different
languages. The Dallas seminar was my experience not theirs. They genuinely could not
understand why I was so excited; consequently, the task of aiding Nardin to take
ownership ofministry that came from my passion was akin to pushing a rope uphill.
Since we were speaking two very different languages, they could not engage my
enthusiasm or my ideas.
While Nardin stands as my most firistratmg example of this disjuncture between
laity and clergy, it is by no means unique. Symptoms of this condition have manifested
themselves in every congregation that I have served. As the degree of disjuncture
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increased, so too did the frustration connected with planning for the future.
Out of that experience, I have been motivated to ask the question, "How may an
enviroimient be created within the local church that facilitates visionary leadership on the
part ofboth laity and clergy?" A variety of current Uterature recognizes this question's
pertinence (e.g., Kouzes and Posner; Nathan and Wilson; Ogden; Stembron). This
volume of documentation suggests that the issues fueling this question are widespread
and persistent. The issue is certainly a pertinent one for my current appointment. I have
served Goodrich Memorial United Methodist for eight years. During that time standing
committees and planning groups functioned to shape ministry. These groups have been
sharply limited to program issues and have addressed little in regards to matters such as a
formal statement ofmission, visioning for the fiiture, or long-range planning. They have
tended to rely on the pastor to provide input concerning vision-related matters. To their
credit, they have been generally supportive of a number of visionary actions during my
tenure. These include the construction of a new family life center to replace an antiquated
fellowship hall, a vigorous commitment to hands-on mission enterprises from within the
church, and the launching of a new contemporary worship service. Nevertheless, vision
ownership remains a problem. Volunteer quotas as a means to successfiilly drive ministry
endeavors lag far behind the need. The resuh is that many projects languish, never
reaching their potential. The urgent need at Goodrich and in many congregations is for
the laity and clergy to collaborate on equal terms in defining and owning a vision for a
highly preferable future.
Congregational Context
Goodrich Memorial United Methodist Church began through a bequest fi-om the
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estate ofDr. and Mrs. Hugh Goodrich. The congregation formally organized on 3 January
1943 with twenty-six charter members. The congregation under the care ofReverend
T. N. Weeks held services in the abandoned Salem EvangeUcal Church at the comer of
Porter and Frank streets. This area was then the north central edge ofNorman (Brief
History). Goodrich had its beginnings as a congregation on the edge of town. Steady if
unspectacular progress would be the hallmark of the next four decades. An examination
of the annual conference records provides a statistical growth profile at Goodrich that is
revealing. The following chart gives a decadal summary profile ofmembership vis-a-vis
attendance with detailed annual figures for the length ofmy tenure (1993 -present).
Table 1.1
Decadal Membership-Attendance Statistics
Membership Annual Average Attendance
1960 433 145
1970 509 119
1980 485 158
1990 590 155
1991 589 166
1992 600 161
1993 625 180
1994 656 200
1995 707 221
1996 733 246
1997 761 246
1998 794 264
1999 822 256
2000 838 250
2001 884 268
Source: The Oklahoma Conference Joumal 1960-2001
The image portrayed is of a medium-sized congregation with a fairly level
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statistical history during the decades of the 1960s through the 1980s. With the coming of
the 1990s and two successive clergy with transitional ideologies, a wave ofmomentum
took place. The growth experienced in the decade of the nineties has set the stage for
even greater momentum yet to come.^
The ethos ofGoodrich is that of a middle-class, mid-western community. A
congregational demographic survey revealed a surprisingly diverse population (see
Appendix B). Age groupings show a broad spectrum within the church. Persons in their
twenties, thirties, and forties account for 52.6 percent of the congregation. The fifties age
group has an 1 1 .2 percent share of congregational life with the sixties and beyond
constituting 30.2 percent.
Occupational profiles show peaks in the professional categories. Self-identified
professionals constitute 27 percent of the congregational family. Professional
administrators account for an additional 12 .9 percent of the population. Homemakers and
technical trades vie for third place with 15.7 percent and 10 percent respectively. All
traditional blue-collar occupations combined account for only 9.2 percent of the
congregational family (see Appendix B).
Alhed to this professional data are indicators as to the educational profile at
Goodrich. Thirty-five percent of the congregation has at least some college level credits.
Twenty-six percent hold a baccalaureate degree. Approximately 12 percent hold graduate
degrees (see Appendix B). This is significant information in light of armual conference
' A cautionary statement is in order. The statistical reports indicate that during the decades of the
1960s and 1970s, Goodrich experienced only a marginal growth rate of approximately 6 percent compared
to some 40 percent in the 1990s. However, the conventional wisdom is to mistrust clergy-reported statistics
in conference joumals. A comprehensive survey of the available statistics related to Goodrich occasionally
reflects numbers that strain credulity. I have a greater confidence in the numbers since 1993 in that I
instituted a twice-count method of tracking worship attendance.
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perceptions concerning Goodrich. The judicatory view is that Goodrich is a small blue-
collar congregation on the edge ofNorman. Indeed, when appointed eight years ago, that
was the very clear description provided ofthe charge to which I was going. This is a dated
perception. The Goodrich of the new millenium is a diverse and potentially entrepreneurial
congregation with excellent people resources. These resources will be extremely valuable
as any visioning process unfolds.
Illustrative of the diversity of the Goodrich ethos is the music preference scale.
When asked to identify their musical preferences for daily listening, diversity was again
the order of the day. Significant spikes included country and western with 20.5 percent,
classic rock with 21.2 percent, and easy listening/pop with 17.3 percent. That these peaks
are no higher than they are suggests that the spectrum was broad, and, indeed, it was.
Music tastes range from jazz to talk radio to big band. Surprisingly for a university
community, classical music received only a token response of 3. 1 percent (see Appendix
B).
To move beyond the walls ofGoodrich and consider the community context of the
congregation is an important part ofunderstanding the context of this project. Norman,
Oklahoma is a suburb of the greater Oklahoma City area. Combinations of factors have
converged to make Norman one of the three most desirable areas to live in the state. The
presence of the University ofOklahoma, excellent cultural, social, and recreational
amenities, and one of the highest per capita income levels in the state have all contributed
to a diverse population. The most recent figures place Normans' population at
approximately 95,000 people (U. S. Census Bureau). Individuals have been and continue to
be attracted to this community due to its reputation for a high quality of life. Our annual
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conference demographic database provides an insight into the focal area ofNorman in
which Goodrich is centered. Over sixteen thousand people reside within a 2.5-mile radius
ofGoodrich ("Oklahoma City" 64). The generation breakdown ofthis population group is
as follows.
Table 1.2
Goodrich Focal Area Population Profile
Age Bracket Percentage of the Population
� Millenials (0-18) 21.7
� Survivors (19-34) 28.5
� Boomers (35-54) 34.3
� Silents (55-69) 11.6
� Builders (70+) 3.6
Source: "Oklahoma City Metro Area Focal Areas" 64-66
The significance of this data taken as a whole is to underscore the validity of this
project. In the midst of a congregational and community ethos ofgreat diversity,
Goodrich has continued to think in anachronistic terms regarding programming and
worship. In spite of gains made through limited creativity in the last eight years, our
collective mode of thought about church is very traditional and not fiiture oriented.
Goodrich has great potential in the form of its people resources; however, they need to be
empowered to think and act in visionary ways.
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The Purpose Stated
The purpose of this study was to explore the improvement of the leadership
structure ofGoodrich Memorial United Methodist as a result of a self-contained model of
laity-clergy team leadership education. It sought to identify those crucial concepts
necessary to comprise fiill and effective communication between lay and clerical
leadership concerning vision-driven ministry to our present and fiiture culture. The goal
was to design an effective model whereby local church leaders may be empowered to
participate on a par with clergy without labor-intensive efforts to recruit laity
participation in extemal seminars.
This project was not a comprehensive study of all aspects of leadership but
focused upon those cmcial elements that allow a congregation to bridge the gap of failed
communication that prevents a congregation from fliUy owning a ministry vision. This
project holds a twofold value for the church. Goodrich was enhanced as a local
congregation in its process of looking to its own fiiture. This is the case directly because
the laity now approach visioning from a coequal, knowledge base v^dth the appointed
clergy in terms of personal visioning resources and indirectly through increased
congregational ownership of a ministry vision. This ownership factor will continue to
increase as the model affects incrementally the widest possible sphere of the
congregations' leadership pool. Second, the study holds potential value for unnumbered
other congregations that are captured in the pincers of failed communication between
clergy and lay leadership.
Statement ofResearch Questions
1 . What is the present level of awareness ofGoodrich laity concerning issues of
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leadership?
2. How effective would such a project be in terms of improving the ability of laity
to communicate with the clergy concerning leadership issues?
3. How well would such an in-house model work in terms of effecting desired
change?
Definitions
Throughout this study, a series of principal terms appear. Definitions are as
follows.
Community is used throughout the study as a specifically theological term. Its
force is closely allied to the function of KOLU0)ULa within the first century Church. That
fiinction speaks to fellowship that goes beyond mere social interaction and is a setting for
the operation of individual contributions to the congregation that enhance spiritual
growth. Leadership is among those diverse contributions.
Connectional Church refers to a distinctive of the United Methodist Church that
each local congregation is integrally linked by a covenant to every other congregation.
This theological polity has profound imphcations for the ordering of the life of the local
church. Two key examples with bearing on this study are the institutional practices of an
itinerantmimstry and the General Conference.
General Conference is the appellation for the highest pohcy-making body of the
United Methodist Church. Meeting quadrennially, it establishes broad missional agendas
for the denomination corporate. These missional aspects are conveyed to the individual
local churches as their marching orders for the four-year period. The local church
through either hands-on involvement or connectional fiscal offerings subsequently
Hudson 10
implements them.
The Annual Conference is the standard subdivision of the United Methodist
Church. It is a geographical domain often, but not always, taking the boundaries of
physicality such as a state or province. In this entity, all appointed clergy have theu"
affihation.
Charge Conference is the formal title for the highest policy making-body within a
local United Methodist church. This group meets annually to review all activities and
proposals of the congregation.
Itinerancy is the tune-honored tradition whereby clergy serve local congregations
under episcopal appointment. Clergy appointments are made based on a balance between
the appointive needs of the greater connectional church and the particular gifts of a given
clergy. Though changing slowly, the long-standing tradition has been in favor of
relatively short pastoral tenures.
Follower Readiness, a term coined by Paul Hersey in his seminal work. The
Situational Leader, refers to the given status of followers vrithin a cooperative context in
terms of their ability to carry out the mission of their group. In overly simple terms,
Hersey' s readiness scale runs from "low readiness/highly directive" status to "high
readiness/delegating" status (47-51). The lower the task readiness status of a team
member, the greater the need will be for directive interaction with or supervision by a
manager. As the readiness coefficient rises, the team member becomes m.ore fiinctionally
independent, ultimately becoming an entrepreneur capable of independent action in a
shared enterprise. According to Hersey, readiness increases through intentional traimng
activities both formal and informal.
Hudson 11
Leadership Dynamics is a recurring umbrella term used by this study to speak in
general ways of characteristics or principles drawn from across the leadership field
inclusive of, but not hmited to, the secular corporate world and the church growth
movement.
Methodology
This study was a qualitative evaluative model augmented by descriptive
components. The study employed a quasi-experimental, nonequivalent (pretest-posttest)
control group design. The research process resulted in a curriculum of essential
leadership development materials for the congregation ofGoodrich. Based upon the
cognitive content of that curriculum, a pretest-posttest instrument was developed for
assessment purposes. This instrument was the means by which changes in
communication readiness and levels of awareness were evidenced within the life of the
congregation both before and after the project. The total chain of evidence upon which
conclusions rested included experimental group feedback sheets and a session log record
of group responses to the educational event.
In noting the quaUtative nature of this study, an important point to stress is that
though the project tracked percentile changes in levels of awareness within the
experimental group, it was not by definition a pure quantitative or experimental study.
The study employed a non-random intact subject group. As a resuh, the study argues a
high degree of equivalence between the population (N) and the sample (n) (Wiersma
129).
Population and Sample
The population for this study was the Congregation ofGoodrich United Methodist
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Church. The sample was the Church Council. This intact leadership group is formed
annually through an internal nomination process. Individuals from the larger constituency
of the congregation make up the membership of the Church Council. Constituency is
defined as those individuals, adolescent age and up, members and non-members, who
have been active attendees in the past three years. The sample size for this field project
was identical with the membership of the Church Council. A control group of
approximate equal size consisted of volunteers drawn from the greater congregation.
Instrumentation
The pretest-posttest instrument assessed readiness for visionary leadership on the
part of the experimental group within the hfe ofGoodrich. The result of that assessment
potentially extends by extrapolation to the larger congregation. The instrument assessed
the level of knowledge of the participants across a set of categories. Those categories
were the bibhcal-theological foundation for leadership, the dynamics of leadership praxis,
ethos challenges of American culture, and the contextual situation ofGoodrich and the
greater Norman area. Vahdation of the pretest-posttest instrument took place in a trial
session with the cooperation of two ad hoc leadership groups from separate United
Methodist churches in our greater area. The group completed the instrument, and an
evaluation session followed. Corrections or clarifications to the instrument resuhed from
the conmients of the vaUdating group.
A feedback form was administered to the experimental group at the close of each
distinct module of the educational session. This response document provided for input
from the experimental group in the form of significant insights and unanswered questions
concerning the session subject matter.
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The chain of evidence also included a session log kept by myself in which were
recorded significant observations or insights raised by the experimental group during the
modules.
Variables
The independent variable of this project was the leadership curriculum provided
to the experimental group. This controlled series of learning experiences shaped the resuh
of the posttest experience. Certain intervening variables were also present in the equation.
These included age and life experience, entrepreneurial and spiritual giftedness, and
religious convictions. The natural variations encountered in any combination of these
intervening variables affected to some degree the measurable resuh of the experiment.
Data Collection
All collection of data took place within the context ofGoodrich proper. With the
assistance of the members ofmy congregational reflection group, the control and
experimental groups launched the project with the pretest. The experimental group
subsequently engaged in a multi-session visionary leadership education module. This
module systematically examined all characteristics of effective leadership identified
within the course of the project. Presentations of the materials included lecture-discussion
sessions, multimedia presentations, and group modeling exercises. A feedback sheet
followed each distinct module of the education curriculum. The goal was to solicit the
critical and interrogatory insights of the experimental group. The control and
experimental groups came together again at the close of the sessions for the posttest
evaluation. Computer-assisted, statistical support as required was provided through the
University ofOklahoma Research Center facilities.
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Delimitation and Generalization
In light of this field research study's goal of enhancing Goodrich's ability to
engage in visionary lay leadership, the population for the project was the active
constituency of the local church as opposed to congregations throughout the annual
conference. From that population a valid sample was determined, and control and
experimental groups were defined.
The study sought to assess the effect upon the capabilities and response of the lay
leadership ofGoodrich as they learned a broad range of leadership principles. The study
did not employ traditional annual conference parameters used to define successfiil
congregations.^ Rather the standard was the abihty of the experimental group to
effectively communicate with and join the clergy in the visioning process before and
following the project phase of the study. For the purposes of this research, the various
instruments in the study measured that benchmark of success.
The goal of this study was to be applicable to a much larger sphere than the
context ofGoodrich. My experience is that many, if not the majority of, congregations
suffer fi-om a communication disjunction between the clergy and laity. In light of the
result of the second testing episode, this study offers promise for a model whereby that
communication gap may be narrowed for many congregations. Further, this model has
imphcations for many church groups beyond the boundaries of the United Methodist
Church. Some other denominations could well discover that moving to a more coequal
laity-clergy vision team model would be easier than for my setting. This could be
^ A familiar instrument to United Methodist pastors across many conferences including Oklahoma
is the monthly Pastor's Report. Submitted to district offices monthly, the report tracks the cardinal
statistical evidences of a congregation's effectiveness as defined by the annual conference.
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particularly true for groups with a less rigid hierarchical tradition.
Important to a correct understanding of this project is the recognition that the
issues and responses identified throughout are seen from a clergy person's perspective.
This includes secular-corporate concepts of leadership that have been unavoidably
processed through the lenses of the professional clergy.
Theological Foundations
This research was rooted in the image reflected within the New Testament of an
organic, reciprocal church. The premise of this study was that church leadership functions
best out of this organic understanding of church life and less from traditional hierarchical
models. Hierarchical models rest upon a long history of formal separation between the
laity and clergy within the church (Carlow 55). The institutionalization ofministry from
fiinction into status created a gap between laity and clergy that the church has yet to
successfiilly bridge. This gap has lent support to the notion that trained clergy were the
only appropriate leaders within the life of the church. This sacerdotal concept has been
accepted and promoted to a large extent by both vested clergy and even by well-meaning
laity.
However, even a brief resume of the New Testament presents a very different
idea. When exploring the nature and function of the early Church, several distinct images
emerge that inform this study. First, persons who are disciples of Jesus comprise the
Church. The image of pa9r|Tr|g as disciple in both the gospels and the papyri is primarily
that of an apprentice (Bauer 485; Moulton and Milhgan 385). This image coincides well
with Jesus' apophthegm concerning the disciples being "the saU of the earth" and "the
light of the world" (Matt. 5:13-14). These are active images. Salt that is no longer active
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is cast out. To light a candle and cover it up is the height of foohshness. Taken together
with Jesus' audience being primarily apprentice-disciples, the image is that of one who is
obliged to do on-the-job training to become like the teacher (Guelich 126). The goal is for
the apprentice to become a journeyman�expert in liis or her own right at the trade of the
master (see John 13:12-17).
At the close of the gospel ofMatthew, Christ challenged these apprentices to "go
and make other apprentices all over the earth," a process that took place through the
Church (Matt. 28:19). Presumably, these other apprentices will do exactly what their
predecessors have done before them. They, too, will be salt and hght. Jesus includes an
insight in this passage that forecasts the nature of the early Church. He instructs the
apprentices, "teach them everything that I have commanded you" (Matt. 28:20). The
early Church would construct the paradigm of the community around these two images
that may be illustrated as follows.
The Community in Nurturing
Ministry.
The Koa^ios-
The Market Place
Figure 1.1
The Community of the Early Church
As seen in both descriptions within the Acts of the Apostles and the Pauline
writings, the early Church carried out a reciprocal task. The body came together for
nurturing (teaching) ministry, and then those persons moved back into the world to share
Hudson 17
the good news ofChrist in the market place of life. Those who received this message
were "added to the community" (Acts 2:47). Upon entering the community, they too
shared in the nurturing process and presumably repeated the cycle in their own right. This
reciprocal paradigm is crucial to avoid the pitfall of tunnel vision, either focusing on
outward ministry or turning inward to become an insular group (Kraemer 97).
The leadership component appears in the very manner in which that process of
community interaction occurred. The unage of oLKCoSofiri (to build, strengthen, or
encourage) in the Pauline corpus is one of the Holy Spirit empowering and utilizing all
individuals in the local body in diverse ways for the enhancement of the greater whole.
Rather than a hierarchical model in which one ministers and all others receive, the form
was far more interdependent. Ideally, oiKCoSoiiri ministry occurred in an interactive and
reciprocal manner among all of the members of the body.
The gift of leadership is set into this very process of interactive ministry (Rom.
12; 1 Cor. 12; Eph. 4). Ministry gifts, including leadership, were not limited to the
apostolic leadership in Jerusalem. Further, no compelling evidence supports the idea that
leadership within the first century house-church was the task of a single individual.
Indeed, such evidence as we have suggests that God employed multiple persons in a
visionary manner suggesting an attitude of consensus (Acts 13, 15).
As the information above is considered, an important caveat presents itself Any
study of the early Church faces limitations as to how much is clearly knowable
concerning the structure, organization, and fiinction of the first century community. I
freely acknowledge that we have glimpses of the Church rather than an exhaustive
blueprint. The Gospels and Acts do not dwell on the daily life of the community.
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inclusive of leadership structures, to any significant degree. For that reason, I have
chosen to focus largely on the fiinction of the Pauhne materials that deal with the house
churches estabhshed by Paul and bis entourage.
Synopsis of the Study
Chapters 2 through 5 explore, in detail, leadership within the life of a local
congregation as a flilly-shared dynamic inclusive of cognitive understanding and
conununication between the clergy and laity.
In pursuit of that goal. Chapter 2 contains a systematic analysis ofNew Testament
literature pertinent to ecclesiology. Select contemporary literature crucial to this study
was considered for significant contributions to the project. Criteria for a leadership
curriculum emerged fi^om this twofold research process.
Chapter 3 presents a detailed description of the field project design. This includes
the method of research, the nature of the curriculum, and the methods of data collection
and analysis.
Chapter 4 provides a detailed summary of the statistical results of the study. This
includes a comparison of the pretest-posttest outcomes.
Chapter 5 contains the important findings from the study. The chapter includes
my hermeneutic as drawn from the total process. Finally, implications for fiiture settings
and possible areas for fiirther research are extrapolated.
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CHAPTER 2
REVIEW OF SELECTED LITERATURE
The following review assesses data concerning leadership and cognate areas that
affected this project. This portion of the review focuses on three general arenas. First,
what materials from the field of corporate leadership studies offer insights significant to
any church-based leadership team? Second, what contemporary research actually focuses
on the Church and its population? Third, what data from the field of demography is
crucial for an effective leadership team, particularly at Goodrich Memorial United
Methodist Church?
The review continues with an exploration ofbiblical foundations. Texts informing
both ecclesiology and a theology of the laity are examined. Identifying the role and
fiinction of laity within the biblical image of the Church is of first importance. The intent
is not to suggest that recreation of the first century Church but rather to consider how
contemporary leadership structures may be enhanced by timeless principles that are
intrinsic to the Church. The review then considers the contributions of a variety of
literatures towards equipping a laity-clergy leadership team with the skills and readiness
needed to fiinction effectively.
Research in Corporate Leadership
The last thirty years have seen a veritable explosion ofmaterials concerning
leadership arising out of the corporate arena. The specific number of issues and ideas
encountered is myriad, and yet all have a common theme. That theme deals with leading
a team of persons beyond attitudes ofmere passive participation. The goal is invariably to
increase quality, performance, efficiency, or morale in ways that benefit the greater
whole.
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By observing this trend in the market place, the Church world confronts the need
to also improve performance in similar ways. The Church finds a compelling call to
increase its own quality, efficiency, and productivity in comparable ways. Much of the
early church growth movement found a significant part of its resources in ideas generated
in the corporate world. In a new millenium, the corporate study of human factors still has
insights for this study.
Employee Empowerment Produces Involvement
The word empowerment implies the process whereby persons are enabled to be
effective in their life roles. It has become a watchword for leadership studies in the past
decade (Nanus 1 8). In general terms, empowerment has been used to describe the process
ofbringing employees into the corporate loop in such a way that their abilities and
creativity are maximized on behalfof the corporate goal. Empowerment imphes a wide
range of concepts such as participation, ownership, shared vision, and others.
A key image among these concepts is the term "readiness" (Hersey 45).
Readiness is the measure ofone's ability to receive a vision (concept) and act upon it.
Persons with a low readiness state tend to be highly task specific. They need large
amounts of direction as they do their job. Supervisors will spend a great deal of time
coaching and evaluating the sequential steps of the given task. As a sidebar, team
mentality and project ownership are characteristically low as a correlative to low
readiness. Hersey offers a scale of follower readiness ranging from low to high. This
scale, of four stages (Rl, R2, R3, and R4), identifies persons who are increasingly more
self-directed and self-rehant in their job performance. The higher the R rating, the more
empowered persons are in terms of relational participation with team colleagues rather
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than directed task fialfiUment. The need for close supervision and direction gives way to a
greater possibility for delegation and even a collegial, shared vision. Hersey describes a
process whereby followers progress along this readiness scale to the highest level. Sunply
stated, Hersey calls for a model ofmanagement that balances four distinct leadership
styles over against accurate assessment ofwhere particular team members are in terms of
readiness. The skillhil leader will choose the correct leadership approach that is required
by the situation and readiness state confronting the effort. This "leader behavior-follower
readiness" paradigm is seen as a continuum where "task" refers to the amount ofdirective
supervision required in any given interaction between manager and employee and
"relationship" refers to the more coequal qualities of communication, facilitation,
encouragement, and all other relational types of interaction.
Table 2.1
Hersey's Leader-Follower Readiness Scale
S3 <�
High Relationship
& Low Task
S2
High Task & High
Relationship
S4 ^
Low Relationship &
Low Task
\ SI
High Task & Low
Relationship
R4 R3 R2 Rl
High Moderate Low
[Foliower Readiness Scale]
Source: Hersey, The Situational Leader (125).
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Hersey's model moves an employee along a path from SI where much energy is
required on the part ofmanagement to provide direction and monitor performance, to S4
where not only is delegation possible but less relational energy in terms of
communication and reinforcement is required. The employee becomes less of a hireling
and more of an independent and effective agent on behalf of the project mission. As the
employee moves along this path, their corresponding confidence (readiness coefficient)
rises as well (Hersey 47).
A significant caution is in order. The Situational Leader is aimed at improving the
efficiency of "for profit" organizations. The dynamic that exists in such settings must not
be carried over into the Church uncritically. For example, in Hersey's view, the highly
desirable goal is to move staflf and employees from hesitant, poorly performing clock
punchers to very competent quasi-autonomous agents. Along the way, the manager will
ideally decrease the number ofpersons with whom he or she will be required to be highly
directive and relational. The Church must be aware that the author defines relationship
differently than the typical church would. Relationship is the time spent reinforcing the
employee through "communication, encouragement, and giving socioemotional support"
(32). When one reaches the optimum S4 level, the need for this kind of interaction is low.
Hersey does not treat relationship as friendship or as m any maimer reminiscent of the
famihar church image of "fellowship ." This flies in the face of the bibhcal-theological
imperative for believers, including pastors, to be present for one another in nurturing
ways. As will be seen later, what Hersey terms "socioemotional support" is in fact a very
crucial part of the design of the Church as it lives its life in commumty. At this point,
Hersey's thesis fails in that clergy and lay leaders alike will need to remain in spiritual
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fellowship with so-called followers throughout their journey regardless of how
autonomous they may become in terms ofministry ability. This is so precisely because
spiritual growth is the ongoing product of reciprocal interaction within the body ofChrist.
In the very nature of the Church, the hands ofnurture never cease reaching towards
individuals. The intrinsic reciprocal quality of spiritual formation calls for each person to
be simultaneously nurtured, equipped, and activated in service. Further, the utilization of
any secular leadership model should be approached with caution, in that strong cultural
factors such as a democratic or capitalistic worldviews may compromise the essential
nature of the Church (EUiston 10-11).
Having said this, Hersey's concept of readiness is nevertheless significant to this
project. The traditional Church model has sustained a low readiness coefficient within the
ranks of laity. Historically, this has been applied as a tradition of keeping the laity
uninformed concerning the essential factors that drive the church thus producing an
ignorant laity (Kraemer 66). The pastor as omnicompetent supervisor has been required
to be very high task (directive) in terms of vision merely to realize some level of
accomplishment. Followers remained at an Rl level (with rare exceptions), and the slack
was taken up by employing more specialized staff to develop and run programs.
Consequently, leadership as an expression of congregational life suffered as well.
Council meetings became limited to perfiinctory "gas, lights, and water" decisions rather
than visioning exercises. I view the logical extension ofHersey's work that as with
corporate employees, laity have not been and must be assisted (equipped) to become
ready to lead. A fiindamental need of the Church is to learn how to empower laity.
. A 1986 study identified four critical factors that affected involvement on the part
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of employees within their employment settings. These factors were information sharing,
training, the decision-makingprocesses, and the presence of tangible rewards (Lawler
28). In brief, Lawler' s work tracked the relationship between investment on the part of
employees and the degree to which they were the recipients of adequate to abundant
levels ofparticipatory factors. As the quality or quantity of each of these four
components improved, so too did the sense of involvement on the part of personnel (30).
This is in keeping with Blanchard, Carlos, and Randolph's affirmation of the need to
develop a "Land ofEmpowerment" where persons engage in "a process of a new
paradigm for operation-a paradigm in which tasks are accomplished by high energy, self-
directed teams who take ownership" (17). This empowerment occurs by taking actions
similar to each of the aforementioned factors seriously. Ifpersonal ownership on the part
of employees is a step towards the goal, then free communication, valid equipping
activity, shared decision making, and appropriate recognition are important to facilitate
the process. Halfmeasures in this process of empowerment are unacceptable. Experience
says that the temptation is for supervisors to use the jargon without really following
through with shared leadership. The resuh is failure.
Potential Barriers to Empowerment
To illustrate the effect ofjargon without appropriate follow-through, John Case
makes this point concerning the corporate world: "If you really want employees to think
and act like owners ... if you want them to see themselves as partners in the business,. . .
you have to organize your company according to three principles" (Case 2). Case
proceeds to argue for three essential principles that facihtate the best company
performance.
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The goal should be to create a transparent company in which everyone sees and
understands the numbers; to nurture joint accountability within the team; and, to give
people a stake in the success ofthe effort through tangible bonuses or rewards (4).
Implications for the Project
These three components translate readily to the church setting. Hierarchical
structures tend to diminish each to the loss of the organization.
Transparency in communication. Conununication is too often on a need-to-
know basis. Corporations or churches that seek to build a team mentality carmot afford to
skunp on conununication particularly as it has bearing upon equipping members to
fimction effectively. The goal is to become transparent rather than obscure. Transparency
as used by Case refers to a commitment on the part of the organization to freely share
information about the organization with all team members. Included are the vision, goals,
and status of the team effort. This is an important first step towards building a
participatory team mentality. Transparency not only affirms persons as valuable enough
to be "in the know" but also strengthens their ability to fiinction efficiently and
effectively. The company has given them the data they need to act in accordance with
expectations. Such data has to do with the "critical numbers" related to a company's
success or failure (19). For Case, being in the know is not a smorgasbord ofbits and
pieces of company business but strategic knowledge about the numbers that truly
"determine" success, not merely "measure" it (19). Transparency is an important concept
for the Church. Too often, churches function as though information about the
organization should be reserved for the executive groups within the congregation. I had
the experience in one congregation ofhearing an auxiliary church group flatly refuse to
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disclose their financial statement outside of their own meeting. This same group
fi'equently puzzled as to why the congregation at large was not supportive of their
programs. To make matters even worse, the privileged information as often as not has
nothing to do with the success or failure of the church. The jealously protected
information is rather insignificant facts or even opinions about matters that have littie
strategic importance. In fact, the gatekeepers for that information are fi-equently unable to
identify what actually constitutes critical numbers as defined by Case. What factors about
our existence as a local church actually empower or firistrate us? Drawing from Case, I
would affirm that creating a transparent structure is not about pubhshing the minutes of
any particular meeting nor making all decisions by congregational vote. A transparent
church is one that ensures that all of its members are well acquainted with the strategic
ideas and principles that tell us who we are, what we are, and what we really need to do
as the Church.
Nurturing accountability. The attitude and actions of each team member
towards the total group effort is crucial as well. Case speaks of this as joint
accountability, but this term is madequate to accurately depict what is involved in an
effective team (3). Case's understanding ofjoint accountability is not comprehensive.
Joint accountability within the corporate structure is a key element in achieving financial
success (and its rewards) on the part of the company (83, 88). It is, however, lacking a
key element needed within the Church, Even when speaking of teams, Case does not
emphasize the bonding aspect that is crucial to the Church. On the contrary, teaming is a
pragmatic "game" that enables the various members to reach the objectives such as time
efficiency, maximum billable hours, and a share of the bonus (145). The door is open for
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a mercenary approach to the process that ill becomes the Church and a dearth of true
relationships. If a team member cannot meet expectations and stands in the way of the
goal, he or she will easily be in jeopardy. I believe that the Church must add to Case's
principle to truly be the Church. John Maxwell offers the rubric that "teams that don't
bond can't build" (138). Accountability is not simply one team member holding the other
aware ofperformance or lack thereof It is about cohesion. Team cohesion emerges as
individuals learn to like one another, support one another, and rise to the commitment of
the greater whole as doing something important together (142). In a single term, it is
about nurture. Nurturing accountability involves enhancement not punitive correction. It
holds to a standard but with affirmation and support. Participation in the team resuhs in
significant personal enhancement. Bill Hybels recounts an experience that speaks
eloquently to this nurturing quality of team relationships. In the early days ofWillow
Creek Community Church, the worship team would gather on a weekly basis around a
table at a nearby cafe. There, planning and dreaming took place, and decisions
formulated. On one occasion after some years ofengaging in this practice, one member
of that table group remarked, "I'll stay in the game as long as I can have a place at this
table" (Hybels). This comment identifies one of the greatest plusses of the team process,
namely the great emotional uplift one receives fi-om being a member of a close circle of
colleague-friends.
A stake in the process. In this context, the third of Case's attributes arises (95).
For Case, the stake or bonus is more than an extra. It is an important part of the
company's entire management philosophy. As an open-book company, the ground rules
are flilly laid out in advance and structured to maximize the feeling that every person is
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sharing in the result of the effort. The important contribution of Case to the study is to
emphasize that participants must experience a sense of retum that is equitable and
demonstrates parity (94-95).
Corporate research has some important insights to offer the Church concerning
this matter of return on investment. For participatory leadership to work, the rewards
must be ego gratifying. On one level, the rationale for this is obvious. Most churches and
other nonprofit agencies do not remunerate on a scale at all comparable to the level of
their expectations of staff. Further, most such institutions rely heavily on volunteers to
drive their projects. Yet, the issue of rewards is still quite real. This prompts
consideration of rewards in alternate categories. Dmcker notes that successfiil nonprofits
have discovered that most volunteer leadership in organizations, particularly those with
long-term commitments such as a board of directors, tends to have a high investment in
the cause. He states, "Few people sit on a church vestry or a school board unless they
deeply care about religion or education" (Managing for the Future 209). For these
individuals, a significant part of their remuneration is the fialfiUment that comes from the
behef that what they are doing is of intrinsic value; however, an appeal solely to altmism
is not sufficient. Dmcker' s concept requires extension to be adequate within the
ecclesiastical context. Not all persons are at a place in their life in terms of emotional
development to allow selfless investment in a noble purpose to be its own reward.
Scholars have noted that in terms of human development and the quest for
meaning, persons move through stages ofdevelopment in value stmctures in much the
same manner as they do in cognitive or emotional categories (Fowler 121). Many persons
within our volunteer pool will be in early stages of development characterized by
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egocentric concerns. For such individuals the tendency is to define reality in terms of
oneself and to be preoccupied with personal comfort issues. In such cases, affirmation or
rewards must be more overt or tangible. This does not rule out the possibility that such
persons will appreciate that they have made a difference in some lofly manner; simply
that knowledge alone will not be sufficient as a reward. They will require a personalized
response.
For the purposes of an effective leadership team within the scope of a local
church, these corporate insights lend strength to the premise that multiple factors related
to the participatory process are of the first importance in the attempt to level the playing
field between laity and clergy. In traditional church settings, persons are not often viewed
as team members but as usable or even consumable commodities to be expended in the
pursuit of a goal set by someone else. Passive participants are not prone to spend much
tune thinking in terms ofmutual accountability or responsibility. The concern is too often
about the spotlight being clearly on the front person, when all persons have a human need
to be included in communication and affirmed for their contributions. Further, a
dangerous presupposition that leadership is about charisma and the elevation of an
individual may hold sway. Leadership is "not about charisma, but performance. It is not
an end in itself, but a means to an end" (Drucker, Managing for the Future 119). The goal
is to so perform as a leader that the entire team will bond and join in the process.
Churches must maximize the emergence and growth of their leadership pool by
including the contributions of as many gifted persons as possible. As these gifted leaders
come on board, they need to be affirmed for their contributions to the team. Toward that
end, churches and clergy need to seek many ways to open the doors of entry into
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leadership and occasions to reward and celebrate the team.
Avoiding fuzzy thinking. The corporate world is also helping us to see the
dangers inherent in self-defeating patterns of thinking and behavior. Two "deadly
business sins" are the popular practices of "slaughtering tomorrow's opportunity on the
altar ofyesterday" and "feeding problems and starving opportunities" (Drucker,
Managing in a Time 48-49). These occur whenever a company restricts innovation or
curtails creativity to protect some previous product or uses its very brightest people to put
out fires rather than develop new possibilities respectively. In the corporate world, this
"cash cow" mentahty has been responsible for more than one enterprise failing to
recognize an important development on the horizon in favor ofnurturing a past success.
Both of these characteristics occur in the traditional church structure. The preservation of
quasi-sacred features of past practice in the face of dechning relevance or commitments
to maintenance or chaplain ministry in spite of shrinking numbers are both specific
examples (Foss 1). Further, hierarchal leadership structures may easily fall prey to a
restrictive mentality that stifles individual creativity on the part ofvolunteers. As excited
and creative persons perceive themselves stonewalled by administrative resistance, the
tendency to create quickly falls by the wayside.
The Psyche of the Leadership Team
Much of this corporate discussion has a surprisingly spiritual feel to it. Some
scholars working in the subject area have identified important components of successfiil
corporate teams as including such things as compatibility ofpersonal gifts with the task at
hand and sharing engaging relationships with peers and superiors (Bennis and Nanus
119). Others speak to the importance ofunderlying core beliefs or "Shared Values" held
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in common by an effective team (Blanchard, Carlos, and Randolph 50). Such values are
deeply philosophical sets of commitments that drive decisions and action plans
formulated by the group. Others speak of teaching and sharing "virtues" and "moral
lessons" in the context of the corporate team (Kouzes and Posner 225).
Such insights are teUing in terms of the corporate world's awareness of the
fundamentally souhsh ((puxrf) nature ofpeople. The whole arena of leadership and
empowerment studies must of necessity factor the context of individuals' spiritual drives.
Surveys of such literature enables one to clearly appreciate the debt ecclesiastical
researchers have to the secular thinkers who have also pursued the question of team
leadership. Volunteerism and, for the purposes of this project, volunteer leadership must
be keenly in touch with the existential and spiritual drives ofpeople.
Research in Ecclesiastical Leadership
The ecclesiastical world is also of significance in this sphere of leadership
research and praxis. Nonprofit organizations, including churches, provide some stellar
examples of effective leadership paradigms; however, such entities are the exception
rather than the rule (Drucker, Managing for the Future 204).
Overcoming Inertia
The limiting factor is that churches have been among the most predisposed of
groups to cling to tradition. Change comes slowly. Team leadership in the corporate
world has been a reality for well over a decade. The Church is only now beginning to
acknowledge possibilities for such an approach. Thomas Bandy notes our dilemma within
the institutional church.
National denominational offices still behave hierarchically; no matter how
much representation they procure from minority people and those on the
Hudson 32
margins. Middle denominational judicatories still behave bureaucratically
and fail to seize emerging opportunities in time for Godly interventions.
Mega Churches and large congregations still rely on charismatic leaders
on the verge of retirement, who cannot find a new "David" to carry their
armor into battle. (3)
This cutting assessment lays bare an uncomfortable reality. In terms of leadership, within
the life of the local church, we stand in the shadow ofmultilevel commitment to busmess
as usual. Participatory leadership is a concept only now being explored and reluctantly at
that. Yet, all three ofBandy's postulates lend urgency to efiforts such as this study to
explore team leadership issues and models within the local church. The judicatory
structures are too far removed from the mission field and too slow to process
opportunities. Local teams that are well equipped and in touch with their ministry terrain
must have the freedom to act in a timely manner. While most of us do not serve with so-
called mega churches. Bandy's insight concerning the presence of a single charismatic
leader speaks to many congregations. The broader the leadership base, the more likely a
congregation will be to weather transitions of clergy. The clergy may leave; the
leadership base will still be present.
Capitalizing on Personnel Resources
As has been previously noted, halfmeasures towards estabhshing leadership
teams are insuflScient. Bandy's discussion of leadership teams within the local church
illustrates the need for intentional action. His definition of a "true team" within the
church is "a partnership of spiritual entrepreneurs" (3). While such a team has a point
person who provides an urgent sense ofmission, the team is comprised of individuals
whose gifts and predisposition lend themselves to fiill participation. Bandy calls for the
adoption of two radical ideas by the overarching management ofthe church (i.e., board or
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council). First, the team leader is not hastily nominated and elected (presumably by the
local church). While Bandy does not clearly indicate how this person is secured, the idea
appears compatible with the itinerant Methodist system in which a clergy leader serves
under appointment by a resident bishop who has insight into the gifts of clergy and the
needs of the local church. On the local church level, ministry team leaders would be
selected through a process of spiritual discernment on the part of the pastor and/or a
nominations group.
^ The critical issue here is whether the appointed clergy and /or
nominations group possesses such insight and discernment or the patience to develop it.
This is admittedly a large question. Notwithstanding, this is an approach that would be
relatively easy to introduce into the Methodist Episcopal tradition that already presumes
the existence of such nominating entities in lieu of nominations from the floor of a
general meeting. Second, subsequent members of the ministry team are to be "hand
picked" on the basis of "their enthusiasm for a specific mission, their eagerness to learn
and interface new skills to achieve the mission, and their daring in holding one another
accountable for the mission" (3).''
Certain observations are in order. Bandy does not expressly state that the choice
of team members rests with the primary leader, but his concept opens the possibility as he
calls for the "overall management" to release control and plarming authority to the team
^ Frazer Memorial United Methodist Church utihzes a volunteer recruitment model that
presupposes that every member of the congregation will be on some team (see footnote 7 p. 42). However,
at the 2001 Beeson Module held at Frazer, I received the clear, albeit implicit, indication from the talkback
sessions that key leaders (i.e., Team leaders) are almost never volunteers. They are hand picked by the staff
and executive leadership of the congregation. The subsequent team that gathers aroimd them comes from
the volunteer pool. This is quite compatible with Bandy's idea that key leaders should not be selected
carelessly or hastily.
"
As will be seen later, congregational leaders may create such a pool of excited, self-aware, and
passionate laity by taking seriously the biblical norms of lay ministry and the fimction of the charismata as
equipping tools within the life of the church.
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(4). This releasmg action first speaks to the fijnction of any given team. Bandy holds it as
necessary that top level management be willing to grant to them a high degree of
autonomy in their decision-making processes (4). However, as this idea translates mto the
ecclesiastical setting, it proceeds a step fiirther. For Goodrich, this would likely mean
abandoning a rigid insistence upon the use of a nominations committee whose tentative
work passes before the annual Charge Conference for ratification. In its place, central
authority (i.e., the Church Council) could grant greater levels ofpermission to staff and
clergy to create teams to address needs and viable vision insofar as possible as they arise.
While not replacing the work of the Nominations Committee for Church Council and
standing committee formation, this model would permit a much faster response time to
emerging ministry needs. Rapid team building would tend to ameliorate the local church
expression ofBandy's judicatory inertia challenge mentioned above. This approach to
designing leadership teams within the local congregation demands great trust on the part
of the congregational body at large as clergy, and the executive staflf act with a fair
degree ofmdependence. Equally great would be the level of trust extended towards those
who serve in team leadership roles.
Second, since Bandy does not detail the technique for team member selection, my
argument would be that the best method would extend fi-om a commitment to sohcit
impassioned volunteers with reference to the specific task of the team.' Third, by his use
at this pomt of the plural in describing the teams within a church, he appears to perceive
that a given local body could have an undefined number of leadership teams. Each would
* Frazer Memorial UMC lias utilized such an approach to volunteer soUcitation with their "In His
Steps" program. It asks every member to identify their passion(s) for ministry with the goal of linking them
to their most promising areas of service (Mathison, Every Member in Ministry 3 1).
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focus on some aspect of the greater mission of the congregation in a liberated and
entrepreneurial manner. These groups would exercise a significant degree of leadership
within the life of the local congregation. A logical extension of this idea for this research
is to question if such an approach potentially reaches beyond the individual ministry task
level to the highest levels of leadership within the church.
Releasing the Entrepreneurs
The implications ofBandy's leadership team definition for this project are
twofold. First, by stressing the utilization of entrepreneurs, the creativity factor is
affirmed. Leadership within the local congregation must be creatively testing the
boundaries and looking towards the mission field of the fiiture. Persons with such
mtrinsic gifl;s are great assets to any working leadership team. Second, random
construction of a pilot team is a negative due to the possibility that members lacking such
creative gifts may be asked to serve. This issue has been noted in the earlier discussion of
variables for this project (13). As will subsequently be demonstrated, the selection of
persons based on discemable gifts and motivation for specific ministry is practically
superior to any random configuration.
Arguably, the premier congregational example of taking Bandy's entrepreneurial
concept seriously is Frazer Memorial United Methodist Church. At Frazer, with its
mandated administrative board structure, a visionary leadership group has successfiilly
fimctioned for years (Mathison, Tried and True 1). This "Joel committee" is a short-term
task force that brings around the table creative persons who dream about the ministry
needs of Frazer. The Joel group uses a threefold paradigm to shape its reflections. It
considers needs in the areas of facilities, staff, and ministries (6, 109). This group
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operates independently of the pastor or the executive body of the church. The result is
great freedom to brainstorm and a high level of enthusiasm (3-4). Mathison emphasizes
that all aspects of the Joel committee fall under the review and endorsement of the
administrative body of the congregation. This includes committee member selection as
well as their subsequent recommendations. In spite of the restrictions placed upon this
group by unavoidable judicatory regulations, their success lends support to the idea that
entrepreneurial lay leadership can take place within the context of the local church.
This project would seek to move beyond the restrictions in which the Joel
Committee operates. The project trained the leadership pool of the local church so that
virtually everyone was increasingly comfortable with synthesizing a Joel approach to
visioning with his or her ongoing leadership task. In time this could mean that whether
one is meeting with the Church Council, the Finance Committee, or the Trustees, persons
would be present who are well acquainted with the larger issues ofmission, vision, and
ethos confronting the church.
Frazer's Foundational Principles
Perhaps more radical is Frazer's insistence on the centrality of laity in ministry. In
an effort to be faithflil to the New Testament paradigm of the community as the people of
God, Frazer employs three foundational principles.
1 . Laypersons are active in ministry according to their gifts.
2. Ministry ideas and implementation arise out of the laity, bottom up rather than
top down.
3. The role of staflf is to train and equip laity, not do the ministry themselves.
The success ofFrazer using these principles begs the question: Why not take the
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same attitude towards tlie role of leadership within the congregation? What benefits could
accrue if instead of squelching the leadership gifts of laity, we nurture and release them to
serve the church? By expanding our field ofvision concerning leadership gifts, the
church could be empowered through the utilization of a much wider range of vision
skills. My experience in congregations over the years suggests that any given set of
leaders have differing styles and personas in their approach to leadership. Yet, all have
been effective in their own areas. EUiston has provided a paradigm for categorizing these
leadership modes. While he identifies five, types 1-3 are ofparticular significance to the
focus of this field project (28). In brief, type I and II leaders are the volunteers who
fiinction within a wide variety ofministry expressions of the local church. They bring
competency, insight, and focus to activities such as Bible classes, local missions
activities, and a wide array of other similar efforts. They tend to work closely with smaU
groups ofpeople in a high energy, focused manner. They are truly the hubs of a
successful group. Type II leaders may range across the congregation's life in a manner
approaching a "paraprofessional" to the clergy (30). EUiston's type III leaders are part to
fiiU-time working lay staffwithin a local congregation. They typically have a larger view
of congregational ministry and ethos (30). Central to EUiston's Home Grown Leaders
concept is the premise that leaders may and should be raised up from within the body of
the church (83). At Goodrich, this would account for several leaders currently on staff",
including the program director, the children's minister, and the youth director.
To retum to Frazer's setting, the design of this field project anticipates the Joel
committee model, with its correlative of every congregational member in ministry, and
modifies it as follows. Instead ofbeing a short-term committee external to the Church
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Council, the leadership experimental team for the project is the Council membership
itself This provides for maximum benefit fi^om the research project within the life of the
congregation without dictating that such leadership or visioning teams follow that fi)rm in
the fiiture. In the fiiture as an outcome from the study, Goodrich could well see a group
akin to the Joel committee fimctioning as an adjunct to the formal Church Council or
Charge Conference. ^ Note however, that while a so-called Joel committee could have
great value within the life of the local church, the primary thrust of this project is to
significantly improve the level of knowledgeable communication between a large range
of lay leaders and the clergy. The goal is not to create any particular ad hoc visioning
group.
Reciprocal Church
In terms of such a nurturing ministry, a variety of scholars and practitioners are
calling for an entirely fresh approach to the way we participate in the life of the church.
This approach is typically based upon a reading of the New Testament as affirming a
model ofministry rooted in interdependence rather than dependency (Fee, Paul the
Spirit: Guder; Ogden; Soards). These and similar studies see the church as a vital
organism rather than purely a hierarchy. Nurturing and equipping ministry happens
organically within the community rather than in formal and often extemal ways such as
pastoral care, judicatory seminars, or regional workshops. Indeed, some call for a quite
* While for the purposes of this study, the Church Council constitutes a valid and convenient
experimental group, in the fiiture a visioning leadership group could be either external to the Council or a
subset of that body. I would urge the utihzation of a subcommittee of the Council as a visioning group. This
would facilitate dialogue on the decision-making level in at least two ways. First, the visioning group
would be brought onto the same status playing field as the Council membership, and they would be given
both a voice and vote in the outcome. This approach would fiirther contribute to the general empowemient
of the laity participating in the visioning group. Since the visioning group would be a much smaller entity
than the Council at large, it would not remove any valuable checks and balances.
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radical departure from traditional notions of church polity and organization m order to
pursue this shift from institution to organism (Ogden 56-57). For these persons,
traditional models of church life lead to the "institutional entrapment of the Church" (47).
While not a call for anarchy, Ogden' s view is that as we follow traditional notions of the
Western church, we create a dependent church rather than a freed and ministering church.
The congregation comes to rely on the professional clergy for all practical aspects of
ministry, thus becoming increasingly passive and non-involved (86). The challenge is to
embrace a new organization based on "interdependency" (93-138). Of particular note to
this research is how Ogden handles the issue of leadership within an interdependent
church. In discussing the characteristics of a dependent pastor, he notes that such an
individual typically fijnctions out of one of two styles. A dependent pastor may lead from
a laissez-faire perspective (90). Such a clergy operates from no clear vision, just lets
things happen, and reacts by accommodating or deflising crises as the situation warrants.
The second style is that of the authoritarian leader. As Ogden says, "Since the
congregation is dependent upon the pastor, the pastor must be highly directive; dependent
children must be told what to do" (91). Both approaches are a disservice to the laity.
Ogden issues a clear call for the local pastor to risk abandoning the dependent role of the
professional clergy in favor of a radical, equipping role that empowers laity to become
fiill ministers within the church. The extended implication is that both clergy and laity are
capable ofparticipating in the leadership process as equal parts of the equation.
Demographic Issues
Awareness of population profiles and particularly the ethos implications related
thereto are of great significance for any successfiil leadership team. We live in a unique
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cultural window in that some seven generations of Americans now hve side by side
(Crispell 1-2). Certainly available demographic data for the Norman, Oklahoma area
lends credence to this idea. The diversity ofNorman's population has already been noted
(see Table 1.2, p. 7). There, Percept data identified five ofCrispell's seven groupings. For
the purposes of this Uterature review, certain questions concerning these categories
remain before us. First, what projections may be advanced concerning population profiles
in the next five years? Second, what known lifestyle traits need to be included in the
equipping of a leadership team.
Five-Year Projections
In a report prepared 30 March 2001, the Percept Group summarized a fiiture trend
for the five-mile radius around Goodrich as strongly out in fi-ont of the national average
and quite diverse in its lifestyle profile (see Appendix A). This diversity is projected to be
both generational and ethnic in nature. The major generational groups projected wiU be
the so-called Millennials (age 0-20) and Survivors (21-39). Taken together, these two
groups are well ahead of the national averages and in the next few years should account
for 63 percent of the population within the profile area. Add to this the strong Boomer
presence of24 percent, and one is able to account for 87 percent of the population. This
wiU constitute a dramaticaUy different community setting than Goodrich has ever faced
in its fifty-year history. Whereas in the past, the G.I. or World War II generation and its
preferences and expectations held sway, now an entirely different group wiU be in the
majority. In the next few years, the World War II era population will steadily shrink (to
approximately 12 percent). Ethnic factors influence the diversity issue as weU. While
projected growth ratios are anticipated to be below national averages, Norman wiU stiU
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experience the effect of a diverse cultural population. Projections call for growth in all
ethnic categories with the Hispanic community in the forefront at a growth rate of29
percent (Percept).
Transition Issues
The generational shift that will be experienced over the next few years demands
that Goodrich rethink its approach to being the church. Features that were attractive to the
individuals reared in the forties, fifties, and sixties may not be at all effective with
persons bom since 1970. This will naturally create some level of transitional stress. The
World War II generation dominated American culture, followed by the mature years of
the Baby Boomers. Now on the horizon is the coming of age of the so-called Baby
Busters or Generation X (Gen Xers). Each of these groups has their own distinctive
characteristics inclusive ofworldview and expectations of life. In many cases these views
and expectations clash (Coolidge 2). To identify and understand these stressors, we turn
to a consideration of the life-style distinctive of this emerging population.
A Sociological Buffet
Ample documentation exists to establish that we live in a culture of tremendous
diversity. This diversity covers the entire range of human experience. Tastes in
entertairunent, avocations, employment, pohtics, religion, personal behavior, and a host
of other issues range across a very wide spectmm (see Barna, The Index; Crispell;
Strobel). What are the distinctive cultural attributes of the four significant people groups
that will confront Goodrich in the next few years?
The World War H Generation
Often broken into distinct segments, especially by those who identify as many as
seven different generations, the individuals who were bom and lived within the early
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years of the prior century experienced many cataclysmic events that shaped their
worldview. Depending on how one chooses to structure this time period, these shaping
events included two wars and a depression that lasted through the decade of the 1930s.
For many people, those events and the general ethos of the times produced a generation
that prized certain personal ideas and quahties.
The World War H Self-Denial Ethic
For this now senior adult generation, duty included denying oneself for the greater
good. This could be the greater good of family, the company, the business, the
community, or country. Also denied was immediate gratification for the sake of fixture
gratification. As Sample states, "You hold off, you don't buy now. You don't pay later.
You sacrifice. You waif (20). This produced an entire generation ofpersons who tended
to work hard and look forward to "some day when their ship would come in." This self-
denial ethic carried over to sacrifice for the sake of family and the welfare of spouse and
kids. One would defer self-gratification to ensure that other members of the family had
the necessities of life. Luxuries were exactly that, optional and secondary to the essentials
of life. Further, the depression fostered the attitude that whenever surplus appeared,
prudence demanded it be saved, for a downward turn might be just around the corner.^
The Boomer's Ethic of Self-Fulfillment
In the post war period (1946 flf ), the Boomers appeared. Again, Sample provides
a succinct window into the distinctive of this generation. Somewhat in reaction to the
severities of their parents. Boomers hold that life is intrinsically valuable. After watching
their parents work hard all their life only to retire and die. Boomers have come to believe
' I recaU my father taking only one vacation in his lifetime. However, far more than once, I heard
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that hfe should not be deferred but enjoyed to the fullest right now. You do not put off
life�you engage it (21-22).
In a related manner, Boomers often are possessed of the idea that to flilly live hfe
is to be emotionally expressive. Sample notes that the self-denial ethic of the earUer
generation was often a repressive ethic as well. Emotions, whether negative or positive,
were to be suppressed or at least ahered into socially acceptable forms (21). Boomers
have tended to be more expressive of their emotions. This is evidenced by the
generational acceptance and popularity of a number of cultural features, including the
sexual revolution and Rock and Roll as the dominant musical motif
Boomers are committed to self-fulfillment. They may indeed care about their
spouses, famihes, and community, but they will not nearly so readily set aside their own
hopes and dreams for the sake of others. As Sample notes, "It is a duty to fiilfiU oneself
It is crucial to life. In fact, not to flilfill oneself is to have missed the opportunity to live"
(22).
Finally, Boomers have far more readily subscribed to an entitlement mentality.
Affluence is a right that society, properly structured and functioning, is to provide. The
motto "Live simply that others may simply live" is the direct antithesis of the Boomer
credo (22).^
With relationship to the ministry of the local church towards this population
segment, Hartman offers six strategies for tweaking congregational life to accommodate
the words, "We better not do this, we may need that money for something later."
^
Sample notes that this tenet of afiluence has "fallen on hard times in recent years." Economic
downturns and the failure of the "Yuppie generation" have left many disillusioned as to society's ability to
bring all to affluence. However, citing other scholars. Sample maintains that the ideas of intrinsic value,
emotional expressiveness, and self-fiilfiUmenlwill still obtain with this segment, though they may be
expressed in alternative modes (22).
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Boomers:
1 . Open the doors wider;
2. Provide handles to link faith to life;
3. Provide stability and a sense of connection;
4. Explore ahematives that flilfill and gratify;
5. Work short-term; and,
6. Provide a high quality package (3 1).
In these six strategies, Hartman recognizes several realities with which we have
been living for some years. We must open the doors precisely because we are no longer a
monolithic society. Demographic data reflects an amazing diversity in hfestyle and
values. The church that reaches Boomers will be very diverse in programming,
scheduling, and worship expressions. Ministry will stress fulfillment of a personal sense
that allows the Boomer to live out their credo that life is intrinsically valuable.^ In
addition to any long-term programs offered, highly mobile and variable Boomers will
require many short-term fast access options for service, fellowship, and study. Finally,
Boomers will require all aspects of church hfe to express a high degree of quality. The
Boomer's exposure to secular media standards establishes the bar for their definition of
quality in many arenas of a service driven culture. The imphcation for the church is that
all expressions of church life fi^om worship to the nursery must be excellent.
The Baby Busters: A Nebulous Generation
Busters constitute that group bom between 1965 and 1983. The Buster generation
'
My view is tliat the desire for personal fulfillment found within Boomers has in part contributed
to the great success of lay missions programs such as the United Methodist Volunteers in Missions. Such
vehicles allow individuals to not just write a check but also vitally live mission enterprise.
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remains something of an enigma due to the preoccupation of society with the
comparatively larger Boomer population that patented them.
'� The dominant Boomers
have tended to eclipse this younger population, now ranging in age from 18 to 35. While
the popular mind conjures up images of Joe the slacker sullenly wearing his favorite
plaid, the reahty ofBusters is far more complex. George Bama provides data that gives
insight into the personality, values, and drives of this rising segment of our culture. The
common slacker image has been reinforced to a degree by the dominant feature of this
generation. Whereas their Boomer parents were idealistic about life and its potential to
bring affluence. Busters are far more pragmatic, even skeptical as to what life may
dehver (Bama, Baby Busters 35). They still value what life may bring in the way of
rewards, but their level of expectation is set lower than was their parents. Bama's
workplace research summarizes the complexity ofBusters as a group.
Table 2.2
Baby BusterWorkplace Tensions
They are personally not corporately ambitious.
They are individuahstic, with little interest in team or cooperative
endeavors.
They tend to be antiauthority, preferring to make independent decisions.
'� An alternate term for Busters is Generation X. According to a non-verifiable source, a journalist
coined the term desperately seeking a label akin to "Boomer" for use in related copy (see Generation X:
Who ARE We?? http://users.metro2000.net).
' ' This hst is Bama Research Group data; however, note American Demographics has pubUshed a
number of articles describing the tensions related to Busters in the work place. Also, note an excellent
precis by Shelley Donald Coolidge writing in the Christian Science Monitor entitled "Generations Apart."
This essay is accessible online at www.csmonitor.com/durable/1999.
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Table 2.2, continued
They are reluctant to accept responsibility for consequences of decisions.
Loyalty is not in their vocabulary.
They do not evidence the need to excel in a given career. Work is a short-
term expediency.
Work habits, literary skills, and training capacity seem less refined
than in past generations.
Source: Bama, Baby Busters: The Disillusioned Generation (28).
Bama summarizes that Busters have the desire to have a high quality life but
significantly lack the motivation to work to achieve it. The image is that of a group adrifi
domg only those things fi-om day to day that provide for the short-term or immediate
needs or gratification. Bama's research provides fiirther evidence of this general
condition. Busters lack any clearly defined heroes. They have not tmly championed a
fashion style of their own, opting to be retro. While critical of their Boomer parents'
value systems, they have not established an ahemate system of their own. A caveat here
is to acknowledge that pragmatism such as the Busters evince is an indicator of a value
system in itself Further, affirmations about Busters are at best generalizations
concerning this age group. Exceptions to the mle are the mle. I regularly mteract with
Busters in my congregational settings that are far fi-om the stereotypical Gen-X slacker.
Religiously, Busters are "tepid" (Bama, Baby Busters 60). Rankings ofvarious
Buster priorities show a variety of hfe issues taking priority. Such concerns as family,
personal health, time use, and fiiendships all stand comfortably out in fi-ont of rehgion or
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the Bible (61). Only 54 percent ofBusters surveyed aflfirmed that rehgion was very
important in their life. Further, this is religion in all expressions, including personal
spirituality. When polled concerning the priority ascribed to membership in a religious
institution, the skeptical tendencies ofBusters surfaced as the percentage of affirmations
dropped to only 38 percent (50). All of this is not to suggest that Busters are aspiritual,
nor even that they do not belong to a church, but that in keeping with their deep suspicion
of institutions, their spirituality is more diflhise and highly eclectic (132). This pragmatic
generation is far more open to alternative worldviews of spirituality, morality, and ethics
than any prior group. Busters include a wide array of spiritual activities in the course of
any given week in addition to or even in place of church attendance (132). This tendency
to be spiritually eclectic may stem in part from Buster's metaphysical perspectives.
Studies evidence that as much as 70 percent ofBusters would deny that absolute truth
exists as a category (66). Truth is relative and personal (69). As Bama notes. Busters are
pluraUsts, granting legitimacy to a wide array of rehgious ideologies (74). Busters
characteristically are more liberal in their views towards controversial issues such as
abortion, lymg, and illegal activities than their parents' or grandparents' generations (68).
Buster Life Priorities
Studies ofhfe activities reveal that Busters, more than any prior group, are
entertainment driven. The top time and resource consuming activities are all recreational
in nature. This is especially tme as pertains to media-driven vehicles. Whereas only four
I
out often Busters are religiously active, virtually 100 percent view extensive amounts of
television and film (Bama, Baby Busters 80-81). Barna notes that the Busters are the first
generation to significantly affirm that they enjoy commercials (85).
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Buster life priorities are immediate and personal in nature.
Table 2.3
Baby Buster Life Situation Priorities
Good Health 89%
Personal Friendships 80%
Living Comfortably 69%
Being Known for Integrity 65%
Close Relationship with God 64%
Living Close to Family 62%
High Paying Job 56%
Being an Influence on Others' Lives 49%
Being Part of a Local Church 38%
Source: Barna, Baby Busters: The Disillusioned Generation (50).
These data evidence that the more affectional and personal a life characteristic is, the
higher it is hkely to appear on the Buster hst ofpriorities. Busters have a great deal of
room to grow with regard to altruism.
With reference to the strategic concerns of the local church, the question may be
succinctly stated. How do the attributes of the Busters factor with the state of the
churches' ability to reach them in the coming generation? Some scholars anticipate that
in the immediate firture, this will become a pressing question for the local congregation
(Miller 1). In a primer for Baby Buster ministry. Herb Miller contrasts the lack of
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readiness of the bulk of American congregations to successfully engage the Buster
culture with the reality that many Busters are now poised to seriously consider a spiritual
hfe. This emerging spiritual concern is due in no small way to the fact that they have now
reached the age that they have children for whom they are spiritually responsible.'^
According to his statistics, fewer than 30 percent of congregations are prepared to
effectively interact with Busters. The majority of congregations continue to have an
intractable commitment to a model of church that was born in the 1950s in response to
the returning veterans ofWorld War II. Miller's work offers six factors to guide a
congregation that wishes to build a structure capable of reaching Busters:
1 . Recognize that they will lead the church in the next fifteen years;
2. A top quality church nursery including ambiance and staff is of first priority;
3 . Worship must factor Buster' s preoccupation with entertainment;
4. Small groups appeal to Busters interest in friend relationships;
5. Buster's distrust and view institutional hierarchies as repellant; and,
6. Busters seek practical life spirituahty (2).
While most of this list is sufficiently general to apply to virtually any
congregation, the United Methodist Church as both an episcopal and liturgical entity will
doubtiess struggle in many settings with numbers three and five ofMiller's hst. My
experience is that congregations littie know what to make of the entire process ofmaking
worship entertaining. Local churches and leaders often balk theologically at the very
concept. Worship is about the objective offering ofhomage to God, not about subjective
The first wave ofBusters is now approaching their thirtieth birthday.
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gratification. Even where such theological barriers do not intervene, aesthetic barriers
may block effective action. These struggle issues may have to do with music tastes, and
the presence or absence ofmedia, drama, or other expressions unfamiliar to the
congregation.'''
As with the Boomers before them, the church must closely examine all features of
congregational hfe with an awareness ofBuster ethos. Only from that focal point will
leadership be able to make strategic decisions concerning next generation ministry.
Busters will require high relationship, low hierarchy, significant entertainment
components, and contextual application from any spiritual community that seeks to reach
them.
The Millenials: The Great Unknown
Hard on the heels of the Busters is the group born after 1982. This group now into
their teen years has been identified variously as the Y Generation or the Millenials.
Though research is currently underway, comparatively little is in print concerning the
ethos of this generation. With few exceptions, most data and interpretations are cautious
as to what this group will be like as they mature; however, some indicators suggest that
these teens and preteens will be much less similar to their parents and much more like the
World War II generation in terms of shared values. Early survey results reflect a
surprisingly conservative posture on the part of these young people. For example, the
findings of the research performed by William Strauss and Neil Howe lends support to
the idea that this generation will tend to do an about-face with reference to a wide array
At Goodrich, the process of introducing media-augmented worship has met witli some
resistance. Some parishioners have objected to Power Point presentations as "distracting." Others have
objected to the presence of musical instruments other than the piano and organ within the chancel.
Hudson 51
of social issues. Strauss and Howe argue that this is due in large part to the rising
commitment on the part of society to view the Millennials as "something of a
generational pubhc property" (244). Citing a variety of public figures, the authors point
to what they perceive is a broad, pubhc determination to rescue this generation
(Millenials) fi-om "unraveling" (244). In their view, in categories ranging fi-om sex to
crime, education to patriotism, spirituality to the fiiture, this generation will be far more
optimistic than either of the two preceding groups have been (249).
Data compiled by the Bama Research Group support the general trends identified
in Strauss and Howe's study. The following are the key indicators from Bama's surveys
ofMiUenials that are particularly applicable to this study (see Table 2.4).
Table 2.4
Teenage Faith Indicators
43 percent talk to the family or fiiends about religious matters in a typical day.
70 percent talk to their mothers about important issues in their lives.
53 percent talk to their fathers about important issues in their lives.
92 percent see themselves as happy in hfe.
86 percent are optimistic about the fijture.
88 percent aspire to a college degree.
82 percent seek to have a single marriage partner for life.
66 percent view a close relationship with God as a life priority.
62 percent beheve that the Bible is totally accurate in all of its teachings.
50 percent see themselves as being deeply committed to the Christian faith.
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Table 2.4, continued
34 percent describe themselves as "bom-again."
43 percent view being active in a church as a life priority.
28 percent feel a personal responsibility to tell others about their faith.
61 percent believe that if a person is generally good in life, they will earn heaven.
53 percent believe that Jesus committed sins while here on earth.
30 percent believe that all religions are really praying to the same God.
Source: Barna, "Teenagers" (1-3).
This brief resume of the responses from this age group reveals great potential for
Millenials' emerging spiritual life. Early indications are that this generation of teens will
present a far more conservative, even traditional demeanor than any of the two prior
groups (Boomers and Busters). They possess the ideaUsm of the Boomers with less of the
predisposition towards self-indulgence. They possess the broad worldview of the Busters
without nearly so much skepticism. Significant numbers are open to a personal faith
experience inclusive of relationship to God and the sharing of that faith with others.
Spiritual opeimess on the part ofMillenials complements a surprisingly high view of
Judeo-Christian Scripture.
As the Church engages this group, certain cautions are in order. First, these are
early days to extrapolate what the Millenials will or will not be like. Early indicators are
exactly those�early and only indications. These teens are still deep in their formative
stages of development both as humans and as persons of spiritual faith. Sweeping and
concrete affirmations about who they will be as aduhs should be avoided. Second, the
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data currently available on the Millenials is sparse compared to the materials pertaining
to earlier generations. Nowhere is this more the case than in matters related to ethos and
hfestyle. These two categories are of importance to the process of integrating the
Christian faith into the generation. The Church has a generally clear picture of the context
into which the gospel translates for earher generations. No such picture exists for the
Millenials as ofpresent.''* The Church must be alert, flexible, and informed as it attempts
to reach them. The question ofwhat effective ministry to this group will look like now
and tomorrow must remain a central one for congregational leadership.
The Multicultural Norman of Tomorrow
One of the significant tension points that will increasingly face the leadership of
Goodrich in the years ahead is the growth of traditional minority population groups. Even
conservative population projections reveal striking ethnic shifts on the horizon. The
traditional Western European complexion of America may well shrink by nearly 25
percent in the next few decades. At the same time, nationwide, Afiican-American,
Hispanic, and Asian people groups will likely expand at moderate to high rates
(Schriberg, Schriberg, and Lloyd 153). In the face of this national and local trend,
Goodrich has been one ofmany congregations in the Norman area that has been
reflective of the predominantly Caucasian profile of their community. The Caucasian
population of the Norman community stands at 84 percent, well ahead of the national
average of 72 percent. This reality has doubtiess allowed Goodrich, among many
Goodrich has had firsthand experience of this issue in the recent past. Our Spirit Quest
contemporary service launched in February 2000 began with a Buster-Boomer target audience in view. In
recent months, the service has been very successfiil with those groups, but the teens at Goodrich have been
less enthusiastic. The question why has been raised. At this point, Goodrich leadership does not have a
satisfactory answer. We are currently grappling with what worship must look like for teens in the new
millennium.
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congregations in the Norman community, to exist for generations without feehng the
necessity to ask formative multicuhural questions. Currently, the ethnic mix of the
Norman community is 15.9 percent, well below the national average of 28 percent (see
Appendix A). A significant portion of this ethnic mix is due to the presence of the
University student community. For Goodrich, this student community has been largely
untapped over the decades. The various ethnic cultural groups that have traditionally be a
part of the Norman landscape are the African-American and Native-American people
groups. Both of these groups account for 4 percent of the population each. That portion
of this population segment constituted within the university student body is transient in
nature. Further, with the presence of a variety of eflFective rehgious fraternities and
foundations on campus a significant number of students find their church experience
within such fellowships, and not in the local church. As a result, the congregations of
the Norman community have felt little pressure to elevate their awareness ofmulti
cultural populations or ministry. In the fixture, ifprojections hold true, this will not be the
case (see Appendix A).
In the next five years, virtually all ethnic population groups are expected to
experience significance growth nationally (Schriberg, Shriber, and Lloyd 153). In the
Norman community, all categories of ethnic populations are projected to follow this
trend. The Asian population that stands currently at 3 percent is anticipated to increase by
12 percent in the next five years. Next in line is the Hispanic community at 1 1 percent.
The Afiican-American and Native-American populations will continue to be prominent at
The United Methodist Wesley Foundation at the university offers a fiill array ofworship and
fellowship activities. The Foundation has become, in effect, the campus church for mostMethodist
students.
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approximately 3 percent and 6 percent of the area population respectively (see Appendix
A).
This changing racial profile will present challenges to Goodrich in terms of its
call to ministry. The sociological buffet of seven generations living side by side will call
for new and flexible ways of thinking on the part of Goodrich leaders. At least three
significant questions must be addressed in the process of leading Goodrich into the next
decade. First, do the leaders ofGoodrich laity recognize the potential for ministry and
leadership that will be present within the expanding multicultural community at their
doorstep? Second, are they as a congregation open to exploring and appropriating the
gifts of an increasingly diverse segment of the community? Third, do they recognize the
theological imperative to think beyond traditional Caucasian modes ofdoing church? The
changing ethnic profile of the Norman community will stretch Goodrich leadership as
they seek to respond to their ministry call. Schriberg, Schriberg, and Lloyd succinctly
state the nature of that challenge to Goodrich. They call for the practice ofmulticultural
leadership to include openness to ethnic leadership and the practice of the "Platinum
Rule." The Platinum Rule exceeds the Golden Rule in restating it thus, "Do unto others
as they would like for you to do unto them." The authors' point is that the organization
must not assume that our desires and wishes are synonymous with another cultures (164).
Goodrich will struggle with this principle ethnically, just as they will generationally. I am
convinced they will succeed in large part due to the general quality of open heartedness
that characterizes the congregation.
A Cautionary Observation
I recognize the wisdom contained in all of the insights concerning the various age
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and ethnic groups confronting the Church. I also perceive a potential hazard. As the
Church struggles to become relevant to the various social groups, the primary goal of the
church must be held clearly in view. That goal is not to merely entertain on par with other
venues of our culture but to effectively engage these groups and make them disciples for
Jesus Christ. The medium must not become an end in itselfbut only the means to the end.
Biblical Images of the Early Church
A crucial first step in assessing the role of visionary leadership within the local
church is to gain insight into how the early Church fimctioned as a local community. This
is necessary in large degree because our contemporary commitment to denominational
structures has left us with a restrictive legacy. We generally assume that the higher up the
ladder someone goes in terms of church structures, the greater the leadership coefficient
becomes. In this direction hes the assumption that in the United Methodist Church, the
General Conference, the College ofBishops, or the Judicial Council are far more
significant in determimng the visionary direction of the local church than any individual
clergy or lay member.
Old Wineskins
However, an important fact is that local United Methodist clergy derive their
longstanding authority from this same presupposition. The Book ofDiscipline reveals
this pattem of thinking as it offers the following definition of a pastor.
A pastor is an ordained elder, probationary deacon (according to the 1992
Book ofDiscipline) or hcensed person approved by vote of the clergy
members in fiill connection and may be appointed by the bishop to be in
charge of a station, circuit, cooperative parish, extension ministry,
ecumenical shared ministry, or to a church of another denomination, or on
the staflfof one such appointment. (217)
The fact that the pastor is a member of a special cadre approved by peers within
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the cadre is evidence of longstanding presuppositions. He or she serves under
appointment to be in charge of a local setting and its total ministry. These observations
are not pejorative but merely seek to demonstrate that our very systems may hinder the
emergence of strong visionary lay leadership in the local church. Our structures may lead
to what has been termed "The Institutional Entrapment of the Church" (Ogden 47). This
entrapment is the result of viewing the church as revolving around the clerical hierarchy
and relegating the laity to passive check-writmg status. Nor is this perspective unique to
any particular denominational setting. As early as the 1950s, the view was expressed that
a theology of the laity would of intrinsic necessity always place the laity in a subordinate
role to the consecrated clergy (Congar 7). For Congar, this was an axiom even as he
argued that an empowering theology of the laity was an urgently needed corrective for
the church. The New Testament picture of the inception of the Church is of average
people carrying out a Spirit-empowered ministry within and beyond the figurative walls
of the church. In fact, biblical literature offers no compelling reason to believe that this
excluded even such lofty roles as "apostles, prophets, teachers, evangelists, etc."
(Kraemer 19). The presupposition of the superior status of a clergy class is not just a
much later and benign development within Church history but an almost insurmountable
obstacle to the development of fiiUy-empowered laity. Such circumstances beg for a fi-esh
examination. To what extent should leadership be a task for the local body vis-a-vis the
judicatory or even the local clergy? To explore the answer to this question, we turn to the
bibhcal text.
The First Century Church as Independent Entity
The New Testament describes the infant Church as possessing a hmited form of
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deliquescence quite early in its history. In spite of the fact that Jerusalem was the
birthplace of the Church and remained the home base for the principal apostolic
leadership, the picture of the expanding Church is one of surprising self-sufficiency.
In its early days, the Church (e/CKArjaLa) could be referred to as the entire body
when speaking of a local incident at Jerusalem.'^ A short time later, with the
commencement of the persecution of the Jerusalem church, the well-known diaspora would
occur (Acts 11:19). Consequently, the church became of necessity a far more localized
entity. For example, in Luke's description of the emerging church at Antioch, we encounter
an example of a local body fimctioning in a manner that is quite autonomous. Local
participants engage in visionary leadership independent fi^om the authorities at Jerusalem.
Now there were prophets and teachers in the church at Antioch such as
Barnabas, Simeon, also know as Niger, Lucius from Cyrene, Manaen, who
was a member of the Tetrarch Herod's palace staff, and Saul. While they
were worshipping the Lord and fasting, the Holy Spirit spoke to them and
said, 'Set apart on my behalf, Barnabas, and Saul, for the purpose of doing
the task I have for them.' Then, after the time of fasting and prayer
concluded, they laid hands on them and sent them away. (Acts 31:1, my
translation of Aland et al.)
An important aspect to note is that in this local church that was to be the first of
many such, vision-driven, local leaders heard from the Spirit and commissioned persons
to move into service. They did not rely on Jerusalem for the task or even for permission
to respond to divine directives. Antioch fimctioned as a distinct community in its own
right. They prayerfully sought to define the purposes ofGod for their setting and, having
determined them, acted accordingly.
In Acts 5:11, note the following: kol eyeuero 4>ofios- fieyas' e<t> okiov mv eKKXixnav kol em
jrayras" rov^ aKovovrag ravra. I render the underlined text as "upon the entire church." In this particular
setting, Luke has in mind the totality of the body regardless of the particular house setting with which they
might be associated.
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This theme of local identity is repeated in Acts 14 where we read Luke's account
of the travels ofPaul and Barnabas through Asia Minor. The pattem was the same in each
setting. They founded the new church, and then before moving on, set in place presbyters
(elders) from within their ranks (Acts 14:23). The sense of each church being on its own
in ministry is heightened by the fact that as they laid hands on the elders in the church,
they also committed the church to the Lord in whom they had come to beheve.
This perception of local identity shapes the language ofPaul some years later as
he closes his letter to the Roman church. Chapter sixteen contains a series of personal
greetings and messages including one to Prisca and Aquila, to whom Paul extends a vote
ofthanks along with "all the churches" (Rom. 16:3).'''
A caveat is in order. That local churches had their own distinct leadership and
identity did not exclude the influence of apostolic authority from Jemsalem. On occasion,
the local bodies appealed to the leadership at Jemsalem for guidance (Acts 15). The
decision of the Jemsalem council concerning the tension between the Paulme party and
the so-called Judaizers is a clear example. The debate over what behavior was obligatory
in order for the Gentiles to be Christian raged back and forth. Finally, James, as presiding
officer, stood and rendered a verdict in the case.'^ The group apparently received this
decision as final. That decision applied to all of the individual house churches affected by
the debate. Even the apparent discrepancy between the Acts 15 account and the later
" Note the significance of the alternative language employed here as compared to that in Acts
5:11 (see footnote 1 5, p. 54). In this greeting to his colleagues, Paul shares the thanks extended to them
from both himself and waaaL m eKKKrjoaL tcov eGuoju. This is a shift from the collective whole
to an acknowledgement of plurality-the "entire Church" versus "all the individual churches."
The force of James' proclamation is evidenced in the reading, Sio eyw Kpiuoj fii] napevox^^eiv
TOis am T(i}v eQvmv emuTpei^ovcTLv em to 9eov. The emphatic personal pronoim linked with
the use of KpLvo) for a forensic determination suggests that James was declaring a final decision.
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Galatians affirmation by Paul that the Jerusalem leaders "required nothing of him" is not
a denial of apostohc authority (Acts 15:1-31; Gal. 2:6). Some hold the passage to be more
probably a later decree that sought to address emerging tensions between Jewish and
Gentile beUevers in community together (Conzelmann 88-90). The point is that while the
Church most definitely possessed called-out expressions ofministry inclusive of the
apostolic office, it still was a far more fluid organism than hierarchical traditions have
often been willing to grant.
The step is short between such a textual analysis and the notion that the first
century Church was some form of democratic Congregationalism. That however, is an
unwarranted step. Democratic Congregationalism in its various expressions is a distinctly
late and Western European phenomenon (Cooper 220). Such biblical evidence as we
have indicates that decisions were often made in a manner suggesting group voting or
consensus; however, it equally indicates that particular persons experienced a caU by the
Spirit to exercise authoritative leadership over the churches in the first century and
beyond.
The First Century Church as Interdependent Entity
The interdependent or organic quality of the early Church was apparent from the
legacy it shared through its very terminology. The first believers, who formed that
eKKXrjaia on the day ofPentecost, immediately were described as a fellowship (KOLucoiyia,
Acts 2:42). A famihar term to the point ofbeing overworked, Koii^coi/ia is nevertheless a
powerful image of the mutually interactive and fijlfiUing voluntary association that arose
within Greco-Roman culture (Banks 15-20). These associations provided a way of
discovering flxlfiUment within one's life through interaction with others with similar
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interests when the more traditional vehicles of family and society were not accessible or
deshable.
The early Church and Paul in particular employed the imagery of the voluntary
association to describe the process of nurture and active mutual care within the life of the
local house church. Within the first century local church, KOLucouLa was the vehicle in
which the Holy Spirit gifted and employed persons in a variety ofnurturing ministries to
the greater whole. There a process termed OLKCoSofirj (a buildmg/building up) was, as has
been earlier noted, the first halfof the community's twofold action ofnurture and
mission. Varieties ofworks explore this balance between nurture and mission
emphasizing one aspect or both (Abraham; Fee, Paul the Spirit; Johnson; Schatzmann).
The New Testament presents a composite image of the Church as people fulfilling
The Great Commission and The New Commandment through the process of coming
together in corrununity to be built up (Fee, Paul the Spirit 171) and subsequently flowing
out again, to be the heralds of the kingdom ofGod (Kraemer 132). All bibUcally-
understood ministry functions arise from within the body as God gifts, and the
community affirms and equips those individuals (Ogden 75).'^ Kraemer argues that the
only fiilly-legitimate mission of the Church includes fiill participation by all the
members, laity, and clergy (135). I argue that we must not over work the bibhcal
foundation for making exclusive distinctions between laity and clergy as pertains to
servant ministry. On the contrary, Paul's metaphor of the body ofChrist comprised of
many individuals exercising grace gifts on behalfofone another is instructive. Paul
"
Ogden refers to this as a "bubble up" ministry process. This is the idea that the Holy Spirit
abides within the sphere of the community and empowers persons from within the community to assume
eflFective leadership roles. This conceptwill later prompt him to argue that this is a more adequate means of
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affirms that the Spirit imparts to individuals a variety of charismata to be employed for
the collective welfare.
Paul writes to the Corinthians, "ALaLpeCTL9 6e x�'-9^^[^'^'^'^^ etaiv ... eicaaro)
8e SiSoTai r\ (})avpa)aLg xou Trveu|iaT09 trpo? to au|i.(j)epov" (Aland et al. 1 Cor.
12: 4, 7). This text contains a distinct interplay between the idea of a diverse category of
gifts given (Atapeais') and that they are distributed to each one (eKaoTtu). Grosheide
argues that Paul's view is "distribution, in that no one receives all gifts" and that this is
carried out "ev iraaLv" that is to say within the total community (283). Spiritual
operations devolve by sovereign action (edero) to the community for the collective
benefit (au|j.c|)epov).
Ministry in all forms mentioned is not reserved for a special cadre within the
community but is the provenance of the total community . The observation has been
made that this community-wide ministry fimctions best when the church takes pains to
match people with "strong connections" (Mallory 124). The need is to assess both the
gifting of persons and the needs of the community and conjoin those elements in a
gracefiil response. The process of connection is an active, not passive, effort. Mallory
notes that the church faces a pragmatic challenge that many of the most gifted persons in
the congregation will not spontaneously volunteer. An invitation must be extended to
persons (136). The more precisely gift and need correlate, the stronger is the connection.
Gifts introduced mto the life of the community function in such a manner as to
enhance the lives of others. Gordon Fee notes that Pauline pneumatology contains the
securing pastoral leadership than any call or appointive system (147).
^� As Dr. Wade Paschal comments, "Paul presents a three-pronged argiunent (concerning
charismata), all gifts are useful, all gifts are equal, and no single person possesses all gifts."
Hudson 63
intrinsic idea that such "diversity, not uniformity is essential for a healthy church" (First
Epistle 583). Restricting charismata in the sense of denying participation (not to be
confiised with Paul's later discussion ofgood order in worship in chapter fourteen) can
only stultify the church. Fee stresses the need for all charismata to be operative within the
local church (Paul the Spirit 174). Equal emphasis upon both diversity and permission in
terms of a person's gifting is important in pursuit of an effective church. In terms of this
project, since charismata are given diversely to "each one," such diversity means that
many individuals, not merely clerical staff, will be active in a variety of service roles,
includmg leadership. Consequently granting that leadership is a charisma and given that
many laity demonstrate clear evidence of such a gift, a healthy church would be one that
maximizes rather than suppresses laity leadership potential.
Paul's metaphor of the body favorably evidences such a postulate. While stressing
the equality of the gifts, the metaphor also clearly sets out the interdependency of the
various practitioners. Within the body corporate, one may not say "you are insignificant;
you are not needed," for every member whether eye, ear, or foot is required for the body
to function as a whole being (12:12-26). Because the body is so organic, all gifts,
including leadership, must be shared for the common good. Paul subsequently sharpens
his focus concerning this interactive ministry as he calls for the Corinthians to prize the
"greater gifts" (ra xapLo^l.aTa ra [ieiCova) and proceeds to define the greater gifts in
terms ofboth the principle ofChristhke love (chap. 13) and the principle ofbuilding up
others in Christ (chap. 14). While all gifts are good and necessary, the loftier gifts are to
be defined precisely in terms of the degree to which they are less personally gratifying
and more outwardly focused, thus fulfilling the spirit ofChrist (Fee, First Epistie 625).
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This outward focus is essential to the exercise of leadership on the part of any
hypothetical team of spiritual entrepreneurs. Any congregation that finds itself in the
condition ofhaving several gifted leaders, all acting more or less independent of one
another, is standing on a precipice. The need is not more individual/independent leaders
but cooperative or shared leadership structured around a unifying vision.
Paul's reasoning in 1 Corinthians concerning the foundational nature ofChrist's
example to the Church provides that unifying vision. Whether in the issue ofbaptism,
lawsuits, the Lord's Supper, or worship, the call is consistently to act fi^om the mind-set
of Jesus. That mind-set was to be a servant who carries out the will of the Father and thus
gives himself to purchase our freedom (1 Cor. 1:30). The total community is admonished
to emulate this mind-set in its approach to its common life (e.g., 1 Cor. 3).
Pauline Imagery of Shared Ministry
To retum to the issue of leadership as a fimction wathin the early Church and
whether it was more organic in nature than we often suppose, supportive evidence
appears in Pauline terminology descriptive of his circle of colleagues. In an excellent
survey ofPaul and his coworker relationships, E. E. Elhs notes that, depending upon
one's scope of definition, Paul has been identified as acknowledging anywhere from
eighty-one to ninety-five persons with terminology suggesting a collegial relationship
(183). To refer to this group, Paul uses four primary, yet distinct, terms. By far, the most
significant, based upon its frequency ofuse, is CTuvepyog, The basic range ofmeaning
for the term and its grouping is "fellow workers," "helper," "to work with," or "sharing of
work or cooperation" (Liddell and Scott 1711; Bertram 1116). Bertram suggests that this
is an effort to honor his colleagues in the churches. I would argue that Paul's use of the
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term in light ofhis express ecclesiology in the Romans and Corinthian correspondence is
not merely condescension, or even sincere flattery, but is indicative of awareness of the
true participatory nature ofministry within the community. The body in ways that are
equally significant with apostohc fimctions carries out ministry within the body. Paul
sees his coworkers as precisely that, partners in the mission of the kingdom. A
consideration of the principle examples ofPaul's language concerning his coworkers
evidences his attitude of corporate ministry and the ongoing effort he made to create team
ministry throughout his life.
Romans 16:21. "AoiraCeTaL v[ias TLiioGeo? o auvepyo? pou, Kai Aouklo?
KttL laacoy Kai ScoaLuaTpos ol ovyyeveig pou (Aland et al.).
In the closing of his letter, Paul includes greetings from three individuals who are
evidently famihal relatives to him. That this is a literal relationship and not figurative is
evidenced by the description ofTimothy not as a relative, but as a colleague or partner of
Paul.^' Paul appears to emphasize that he is not speaking in figurative spiritual terms but
in such a manner as to underscore both the familial relationships he has with Luke, Jason,
Sosipater, and the authentic status ofTimothy as a partner in ministry. IfauyyeveL? was
used figuratively to indicate a common spiritual status of new birth shared with Paul, it
would logically apply to all four persons. Logically Timothy was certainly a new birth
believer, but he was not auyyevaw. However, Paul does take pains to identify Timothy as
a colleague in mmistry.
Philippians 2:25. "AvayKaiov 8e tiyrjaapriv EiTa<{)po8LTov to a8eX())ov Kai
auvepyov icai ouoTpaTLtoTriv' \i.ov, upcov 8e auooToXov Kat XetToupyov rr]s xP^i-a?
^' In 1 Timothy 1: 2, Paul does appear to speak metaphorically using familial language.
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|iou, Tre^Li|jaL irpos" v[Las" (Aland et al.).
In his commendation ofEpaphroditus, Paul employs not only our key term for
coworker but strengthens it with imagery descriptive of one who has stood shoulder to
shoulder with Paul. He is a brother, a fellow soldier, an apostle, and a delegated assistant
to Paul.
Nothmg in Paul's language suggests that he is pandering to either Epaphroditus or
to the Philippians as his home community. At face value, Paul's words suggest that
Epaphroditus was a valued friend and colleague in ministry. One may, however, see a
possible ghmpse of the process by which Epaphroditus came to be with Paul. In Paul's
description ofEpaphroditus as Philippi's "apostle to assist him in his need," (Phil. 2:25b)
is the suggestion that the Philippians recognized his gifting for such a ministry and
commissioned him to go on their behalf If so, this is an indication of the status attributed
to Epaphroditus' ministry certainly on the part ofPhilippi and perhaps Paul.
Philippians 4:3. "Nat eptoTcj Kai ae, yvriaLe au^uye, auXXap^avou auxai?,
aLTives ev tco euavyyeXLU auvriXGXriaav poi pera Kai KXrip-evros- Kai tcov
XoLTTcov auvepycov poi" (Aland et al.).
In addition to the use of his term for coworker, Paul employs a telling image
reflective of his understanding of communal ministry. The phrase yvr\oi� ovCvye
appears to be an appeal to an unknown third party at Phihppi who could intervene to help
Euodia and Syntyche come to terms. The force of the address is significant. The
predominant range of uses ofavCvye share in common the equality of a connection e.g.,
beasts of burden teamed in a common yoke, soldiers standmg in one rank, anything that
is correlative or relationally correspondent. The best rendering in this text is equality of
task, purpose, or connection (Liddell and Scott; Bauer). Whoever this third party was,
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Paul recognizes him or her as a team member or more colloquially a "yoke fellow"
(Hawthorne 179). This relationship is emphatic by the addition ofyi/riaie expressing the
"true" or "real" nature of the relationship. This relationship was not titular for Paul but
was of real substance within the community.
Shared Ministry Includes Shared Leadership
Ogden extends the image of the organic local body a step further by linking it to
the fiinction of leadership. His thesis includes the idea that when "people are framed for
imposed leadership roles rather than being tramed because they are recognized to possess
an equipping fimction in the body of nurture, we reverse the bibhcal process" (146). This
is a call to acknowledge that in most, ifnot all, instances the best leadership emerges
from the context of the local church. The emergence of leadership from within the local
church is an organic process in which God gifts persons for ministry. Subsequently, the
body recognizes and calls those individuals into service (161). For Ogden, this takes the
form of a virtual bibhcal mandate. Leadership in the bibhcal model is always "plural
leadership" (178). Ogden affirms.
One-person ministry violates the body concept because it views the pastor
as the solitary leader. 1 define a leadership team as a group of people
working cooperatively to accomplish a common mission through the
exercise of their gifts and call in the context ofmutual accountability.
(178)
In pursuit of this shared ministry model as pertains to leadership issues, Ogden
calls for the institution of a "Leadership Board" (team) that flilly shares in the effort to
transition a traditional congregation into comprehensive ministry (120). This lay
leadership team collaborates with the pastor in understanding and implementing a lay-
equipping philosophy withm the congregation. Ogden stops short of a radical
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egalitarianism. On the one hand, he is committed to a highly-organic understanding of
how ministry, including leadership fimctions; however, he also acknowledges that the
pastor must be "the first among equals" (179). The recognition is that when everybody is
a leader, no one is a leader�the "buck must stop somewhere" (180). By this, Ogden does
not diminish the leadership contributions of laity. In fact, he recognizes that we carmot
draw "direct correlations between sovereign organism gifts and institutional ofiices"
(154). Experience demonstrates that not all leaders are clergy, nor are all clergy gifted
leaders. Many clergy do not hst leadership as a charisma within their gift mix. In such
cases, the pastor is still the shepherd of the church, but wise pastors network with the
gifted leaders within the congregation as strategic plans are formulated.
Melvin Steinbron holds a similar yet distinctive view. Whereas Ogden sees
leadership as a fijlly-organic fijnction within the life of the local church, Steinbron on the
contrary argues for a "one level, classless church" that nevertheless places leadership as a
category clearly with the clergy (59-60). He advocates a basic model of the church built
around three categories ofministry fianction. Each is equal in that it coexists side by side
with the others, but each is distinct as weU (see Figure 2.1).
God
Pastors The Common Clergy
Specialized Role^ Mimstry. ^ Specialized Role
Figure 2.1
Steinbron' s Ministry Model
In Steinbron's model laity not only have a "common ministry" given to all by
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God, but also some proceed to follow their gifting into specialized categories of the
pastoral ftinctions of prayer, presence, vishation, and example (60). Others move in a
different direction and join the ranks of the clergy in ministries ofpreaching, teaching,
equipping, mentoring, and leading (60). The role of leadership falls to and indeed is
reserved for those who take orders as clergy. I take issue with Stembron at this point.
While I appreciate the effort to produce a hierarchy turned on its side, I see his ministry
categorization as a concession to a preexisting ecclesiastical model. He leaves the reader
with the clear impression that if an individual possesses the gift of leadership, he or she
will move in the direction of clerical orders. I would argue that this does not follow.
Leadership may emerge throughout the spectrum of the Church. Persons in all three
categories given by Steinbron may demonstrate leadership insight in reference to ministry
within the local church. Further, a person so gifted may actualize their leadership
potential without pursuing clerical orders. To arbitrarily presuppose that leadership is
reserved for the clergy is to cater to sacerdotahsm. On the contrary, the goal is to achieve
what has been termed "equilibrium" between the clerical and lay estates (LeClercq,
Vandenbrouke, and Bouyer 348). The quest for this balance is, as the authors evidence, a
historic quest that reaches back to at least the high middle ages with the rise of the
significant lay spirituality and missions orders (350).
Both Ogden and Steinbron illustrate dramatically the obstacles that the clergy
must be willing to overcome in a leadership board approach. Clergy may fall prey to the
assumption of omnicompetence or responsibihty. We are the most qualified or
responsible and hence must do everything (Ogden 121; Steinbron 133). This is a call to
an awareness that many have had for sometime now. Many of the clergy are very aware
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that leaders (and other gifted persons) exist within our congregations that are fiilly our
equals and even more gifted than we. We must capitaUze on this fact in a manner that
ftiUy releases gifted laity to be visionary leaders alongside of the appointed clergy.
Further, to simply affirm that laypersons are equal partners in ministry as pertams to
specific tasks (e.g., visitation, committee work) is insufficient. Since leadership is among
the charismata of the New Testament, we must be open to the possibility that God may so
gift someone within our local congregation aside from the clergy. This very premise
drives this project in the quest for a more organic model of leadership.
To expand on the graphic image of the community provided in Figure 1.1,
the church came together in an interdependent cycle ofnurture that fostered growth and
effectiveness. This process employed mutual and reciprocal acts ofministry within the
community on the part of all members. Each fijnctioned according to his or her gifts
(Johnson 72-74). The resuh was that the body experienced growth toward maturity and
increased ministry ability. As disciples responded to the growth process, they
experienced the call to be heralds of the kingdom in the marketplace of hfe. The persons
who responded to the beUever's witness were brought back to share in the community's
ongoing life of nurture.
The role of the clergy in a more horizontal shared leadership process is a matter
for attention. As has been noted, none of the literature may be understood to advocate
some radical form of egalitarianism in which there is no directive executive leadership
but only a pure democracy (see p. 68). What is true for Ogden is characteristic of all of
the literature reviewed. There is a specific role for the clergy as the elder over the
congregation. Judicatory demands upon clergy shape such roles. However, Ephesians 4
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stresses that this is a nurturing and equipping role rather than an autocratic one (4:11-12).
In a more horizontal form of congregational leadership, the clergy would place greater
emphasis upon his or her persuasive gifts rather than any supposed annual conference
vested authority over the congregation. At a minimum, the expressions of these
persuasive gifts would include standing in the role ofmentor to laity in the congregation
that possesses leadership potential. Maxwell describes this as a crucial process of
"mentoring potential leaders" v^dthin the congregation, and "coaching" them to
effectiveness (10, 152). The pastor is fiirther, that very important resource person who
brings to the congregation the training to be the theologian in residence for the volunteer
congregation (Hull 129). The theological gifts of the clergy are crucial in the vision
casting process. As chief executive officer for the congregation, the clergy is the
facilitator of the collective visioning process as the church moves toward the fiiture.
Synthesis of Literature
The literature reviewed presents a dynamic image of those qualities that may
empower a laity leadership team. The creation of such a team begins with the awareness
and willingness of central leadership to engage in a twin process of power sharing and
empowerment of the laity at large. In the context of that process, several discrete actions
will be necessary.
1 . The laity must be reintroduced to the bibhcal and theological descriptions of
the nature and fimction of the church. Ignorance concerning the role of laity and the
nature ofministry within the church must be addressed. The goal is to turn the 20/80
pyramid of fiinction upside down maximizing the numbers of laity who actively serve
including those who possess leadership gifts.
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2. A broad-based emphasis upon communication is needed at all levels of the
congregation. A transparent structure will foster greater trust and congregational
ownership ofministry and mission.
3. People must be included in all aspects of church life, including leadership
roles. This includes a need for central or executive leadership to be willing to share
authority and foster a climate of reciprocal trust between clergy and laity.
4. The church must affirm and reward laity at all levels of operation, including
those whose gifts move them in the direction of a leadership role.
5. Spiritual formation, especially as pertaining to growth in the charismata, must
be a priority for all laity. The church must give laity the opportunity to identify and grow
within the realm of their gifting. Only in this way can gift and ministry fimction
gracefially conjoin.
6. Issues ofdemographic and ethnic diversity within our community must be
addressed. The lay leadership ofGoodrich Memorial United Methodist Church must
become conversant with the theological, cultural, and practical factors governing any
attempts to indigenize our ministries to various generational or ethnic groups. This is
inclusive of recognition of the value in broadening our leadership base both
generationally and ethnically.
7. The clergy must give focused attention to the acquisition ofnew skills of
leadership including learning to lead through vision casting and nurturing influence rather
than more autocratic leadership styles.
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CHAPTER 3
DESIGN OF THE STUDY
The general purpose of this study was to describe a process by which the quality
and fiinction of leadership in terms of awareness and communication within Goodrich
could be improved. The study examined the current level of leadership readiness within
the laity ofGoodrich Memorial United Methodist Church inclusive of cognitive,
affectional, and theological-spiritual factors related to leadership dynamics.
Pre- and post-project leadership readiness levels pertaining to the various
categories were assessed by use of survey and feedback tools measuring competencies
before and after implementation of the project curriculum. A control and experimental
group participated in the study for testing purposes. The study charted a measurable
change in leadership readiness on behalf of the members in the experimental group.
Research Questions
Two significant research questions formed the foundation for this study.
Research Question 1
What is the present level of awareness ofGoodrich laity concerning issues of
leadership?
A multi-section survey assessed the readiness of the laity concerning leadership
categories. These categories were Theology of the Church, Leadership Philosophy and
Praxis, and Contextual Demographics. The instrument was administered to both a control
and experimental group drawn from the congregation.
Research Question 2
How effective was the project in terms of increasing levels of awareness on the
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part of the laity concerning leadership issues?
Post-education surveys and feedback sheets allowed for assessment of shifts in
the levels of awareness on the part of lay leaders of the congregation concerning key
leadership issues as defined by the study.
Research Question 3
What measurable improvement in laity-clergy communication concerning
congregational leadership issues may be gained through an in-house educational module?
The presupposition of the study was that a weU-equipped laity leadership team
could be developed to join the appointed clergy in service to the church. The
experimental model was the intact group of the Church Council that participated in a
process of leadership education during implementation phase of the project. The
formalization of such a leadership team philosophy within Goodrich Memorial United
Methodist Church through the auspices of the 2001 Charge Conference determined and
ratified the operational value of the question. The use of the term education as opposed to
training is important to note. The premise involved in this field project was that while
training may imply education of sorts, it suggests more clearly the acquisition of skills
applicable to a given task. An educational process viewed in the context of this project
stood a priori to training. The goal was to raise the level ofunderstanding, awareness,
and insight concerning the nature of leadership within the Church. As this level rose,
communication between clergy and laity improved.
Population and Sample
The population (N) for this study consisted of the Congregation ofGoodrich
Memorial United Methodist Church. The rationale for this delimitation was that given the
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demographic diversity displayed within Goodrich, a larger population could produce no
demonstrable enhancement of the study. For the purposes of this study N=350 persons.
The sample (n) was identical to the composition of the Church Council. The
Church Council fimctioned as the experimental group for the field project. This sample is
justifiable in that the membership of the Church Council is drawn on an annual rotating
basis fi-om the larger population of the active congregation. This logically satisfies
Wiersma's principle ofvalidity within an intact group (129). The degree of equivalence
between the Council and the greater congregation is high due to both shared ethos and a
rotating shared participation in leadership roles. This sample is also valid in that no
identifiable factors are present that provide an intrinsic cognitive advantage to the Church
Council membership as opposed to the greater congregation.
The control group was of approximate equal size (25) to the sample group. All
control group members participated on a volunteer basis fi-om the greater congregation.
For the purposes of this study, the control group was pretested and posttested along with
the experimental group.
Instrumentation
The study utilized a qualitative evaluation model with descriptive features. I
authored the pretest-posttest instrument (see Appendix C). The instrument was the means
for collecting data descriptive of the readiness state of the laity of Goodrich. The
educational (equipping) curriculum was researcher designed and employed workshop
presentations, multimedia resources, and printed materials built around a designated
group of cognitive and affectional categories essential to entrepreneurial leadership
within the church. A teaching curriculum was developed that explored the essential
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themes of leadership dynamic within the context of the church. The curricular materials
used a highly interactive talk-back model supported by multimedia segments and printed
materials to provide as comprehensive coverage as possible. These materials were the
substance of an educational module for the experimental group during the fall of2001.
Leadership Categories
The literature review has yielded a complementary hst of categories in which
comprise qualities or skills crucial to leadership communication within the leadership
team environment and as personal attributes of each mdividual. A consensus of the
literature reviewed held that as these various components are present and affirmed,
leadership quality is enhanced. Those categories are as follows:
Biblical-theological knowledge of the Church,
Broad communication skills.
Broad-based inclusion of the congregation,
Comprehensive affirmation of team members.
Commitment to spiritual formation of leaders.
Emphasis upon the development of reciprocal trust, and
Compatibility ofgifts to ministry.
Within these categories are subcategories reflecting the various skills or behaviors
essential to a successfiil leadership team. Taken as a whole, they represent the cognitive,
affectional, and theological-spiritual groupings essential to an effective leadership team.
The educational (equipping) curriculum included attention to these subcategories.
Pretest-Posttest Instrument
I utilized the information and examples provided by a variety ofworks related to
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research methods to design a questionnaire to measure leadership readiness within the
control and experimental groups (Allen; Cone and Foster; Wiersma). Dr. Wade Paschal
reviewed the hst of potential questions for the vahdity of their form and substance. The
substance of the literature review provided the backdrop against which the questioimaire
was critiqued and edited. Following all editorial changes, the instrument took its final
form for administration.
Validation Process
The surveys were pretested for intemal vahdity with pilot groups in two separate
church settings outside ofGoodrich. An assessment period followed the testing session.
The feedback allowed the discovery of flaws of stmcture or jargon calculated to degrade
the rehability of the test (Wiersma 104).
Data Collection
One week before the commencement of the curriculum module, the total
experimental, and control groups gathered for the fifty-minute pretest experience. The
group without any preliminary preparation or information sharing beyond simple
procedural instmctions took the leadership awareness instmment (see Appendix C). The
tests were subsequently collated for profiles in each of the categories. This data served as
the baseline for subsequent measurement of improvement in leadership readmess.
Following the leadership education (equipping) module, a subsequent posttest session
was conducted in an identical manner. The results of this testing session was
subsequently processed and compared with the baseline data.
Data Analysis
I coded the data from the testing process with the assistance of a reference and
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research hbrarian from the Oklahoma City MetropoUtan Library System. Dr. Sara Jo
Nixon and Dr. Wade Paschal reviewed the results. A qualitative research data reduction
method was used to categorize, describe, and synthesize the raw data. In light of the
quasi-experimental and quaUtative�descriptive nature of the study, a chain of evidence
model of study/data collection was employed as opposed to a non-parametric key
process. Data interpretation sought to assess and evaluate the change evident in the
readiness profiles of the subjects.
Variables
The independent variable was the leadership education (equipping) module. This
module utilized formal curricular materials dealing with the seven categories of
leadership qualities according to an established strategy. The dependent variable for this
study was the leadership aptitude and coefficient within the experimental group. Given
individuals within the experimental group brought intuitive leadership abUities to the
experiment that may have affected the measurable rate of change in leadership
knowledge on the part ofparticipants because of the process.
Generalizability
While this study dealt only with the context ofGoodrich congregation, the goal
was to identify a model whereby leadership quality and performance may be enhanced in
a variety of congregational settings. Goodrich constitutes a quite typical congregation
within the United Methodist ethos and the community at large. The findings related to
this question in the context ofGoodrich will carry implications for a wide variety of
settings both within and beyond Methodist culture. Factors may be present within other
denominational or cultural settings that wUl require a significantly different approach.
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Generalizability within Goodrich Memorial United Methodist Church was insured
by the development and utihzation of the educational curriculum. My Congregational
Reflection Team challenged me early on to think about second generation issues. How
will the knowledge categories be communicated to an ever-widening sphere of laity?
This question served to shape my work in designing the educational module. The resuh is
a highly flexible tool, useflil in a variety of settings, including Council training sessions,
workshops, or even pulpit series presentations.
A further issue of concern that impinges upon generalizability, but which lies
beyond the provenance of this study, is the question ofduration. The period allowed for
this study was insufficient to assess whether the resuhs related to increased levels of
awareness are lasting. A fiirther subsequent study or retest some time out fi-om the project
window might begin to assess the degradation of the learning experience.
Finally, in a somewhat related manner, the period covered by this field project
does not allow for a fliU assessment of outcomes. An unavoidable gap exists between
levels of awareness and intentional response on the part of lay leadership within the
congregation. The educational module may raise the level of awareness of the laity
concerning ministry leadership issues. Indeed, that is the fiindamental goal of the project.
As a resuh, communication between the laity and the clergy will improve. However,
subsequent response through concrete action is not a given. Only time will tell the fliU
nature ofpractical ministry outcomes resulting from improved communication and
awareness.
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CHAPTER 4
FINDINGS OF THE STUDY
The field project sought to address three research questions. First, what was the
current level of awareness of Goodrich laity concerning leadership issues? Second, how
effective was the project in terms of increasing the ability of the laity to communicate
with the clergy? Third, how well did the in-house model effect desired change, which is
to say, how well did the module work?
During the week of 12 November 2001, the control and experimental groups
entered into an intensive process of fiilfiUing the field project. Both groups came together
initially to respond to the pretest instrument (see Appendix C). The pretest provided the
baseline indicative of current levels of leadership awareness on the part of the
participants. Both the pretest and posttest presented the participant with a series of
affirmations dealing with three categories of information. Those categories were
leadership principles, theology of the church, and demographic issues of the Norman
community. The response scale provided for three options�^understanding with
agreement, understanding with disagreement, and no basis for response. The primary
purpose was to identify the degree to which the sample was aware of the issues and
concepts contained in the affirmations. The agree/disagree option provided an additional
means ofmeasuring the effectiveness of the educational modules by tracking movement
ofperspectives from restrictive to expansive viewpoints.
Subsequently during this week, the experimental group came together for a series
of leadership education modules. The modules involved seven contact hours covering a
structured curriculum of leadership materials derived from the literature review (see
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Appendix D). Following the modules, both the experimental and control groups came
together again to take the posttest. The pretest and posttest served as central data
collection features for the project; however, the total sources of qualitative evidence were
enhanced by the use ofboth a participant feedback sheet for each educational module and
a session interaction log kept by me. The log provided for the inclusion, by way of direct
observation, of significant insights on the part ofparticipants beyond those expressed on
the feedback sheets. Following the module week, the data was hand coded with the
assistance of a research librarian fi^om Oklahoma City. The subsequent discussion
outlines the significant findings of the field project.
Restrictive and Expansive Indicators
The terms restrictive and expansive indicators are nomenclature I have chosen to
categorize response profiles to the educational module that tend towards leadership
inhibition or enhancement.
Research Question 1
The present level of leadership principle awareness on the part of the pretest
sample was on the one hand, predictably, less than optimum but on the other hand higher
than anticipated in some categories. The coded data reflected the following performance
restrictive indicators on the part of pretest participants (see Table 4.1). In some cases, the
percentage figure reflects both a stance against the given statement and a percentage that
lacked a basis for any response. As discussed in reference to the nature of the instrument
design (see p. 77), the modified Likert scale allowed a default response to either agree or
disagree wdth the statement while still flagging a level of comprehension on the part of
the respondent (see Table 4. 1).
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Table 4.1
Pretest Leadership Restrictive Indicators
45% 18% 58% 39% 58%
View the Leadership and Reject or are Could not Could not
episcopacy vision should uncertain as to the distinguish affirm or
as primary not originate on appropriateness of between shared lacked a
vision givers the local level. the local council core values and basis for
or are as the primary local traditions. response to
uncertain vis vision creating the concept
a-vis the body. ofethnic
local church. leadership.
Pretest responses indicated a significant degree of ambivalence for the traditional
episcopal system and its perceived role ofguiding the local congregation (53 percent).
Laity from Goodrich readily grants to the presiding bishop the titular role of chief
executive officer for the annual conference but do not apparently view him or her as chief
policy maker. On the other hand, equally significant degrees of responses, nearly one-
third, were uncertain as the appropriate role of the bishop within the visioning work of
the local church. Only 17 percent of respondents favored the bishop as a primary vision
source for the local congregation. A similar percentage (18 percent) and possibly the
same individuals, affirmed that leadership and vision should not originate on the local
level.
A composite majority of the pretest sample expressed reservations concerning the
role of the local church council as the primary vision-casting body for the local church.
Nearly one-third rejected the idea the church council should shape vision. A further one-
third expressed the lack of any basis for a specific response.
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A series of questions (see Appendix C, 14, 15, 17) explored the issue of shared
core values as a guiding force in visioning. A composite 46 percent of responses were
restrictive concerning core values. The factors present included rejection of the need for
shared core values and a high level ofuncertamty as to what the definition of core values
are over against various norms or mores.
Finally, when queried about the value of intentionally reaching across ethnic
boundaries for leadership potential, a minority was uncomfortable (14 percent). A larger
group lacked the foundational awareness to respond (36 percent).
While the data reflected restrictive factors, pretest data was also leadership
expansive. The following table reflects the most significant responses (see Table 4.2).
Table 4.2
Pretest Leadership Expansive Indicators
92% 93% 100% 82% 92%
Favor
granting
creative
fi-eedom to
members.
Favor engaging
the
entrepreneurs
within the
congregation.
Affirm that new
members can
be good
leaders.
Affirm the
training of laity
to fiilly
participate with
clergy.
Affirm that all
members
should
understand the
vision and
mission of the
church.
82% 89% 82% 82% 42%
Affirm
sharing non-
sensitive
information
as widely as
possible.
Affirm that
accountability
ofmembership
can be a
nurturing
experience.
Affirm vision
creation on the
local level.
Affirm
recognition of
volunteers often
and in many
ways.
Affirm the
value of
reaching across
ethnic lines for
leaders.
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The above data reflects both a good level of intuitive awareness, such as indicated
by openness to coequal laity-clergy training, and the value of disseminating information
widely. Percentiles across the board were surprisingly high, especially in regards to
tapping new members in creative leadership roles. Arguably, the potential openness to
issues such as creative freedom and new lay leadership contributions paves the way for
significant expansion of clergy-laity dialogue concerning ministry form and fimction in
the years ahead. While the general results in this category were encouraging, the 42
percent who affirmed the value of reaching across ethnic lines for leadership resources
constitutes a good news-bad news scenario. On the one hand, an encouraging result was
that virtually one-halfof the pretest respondents were already comfortable with the
contributions that ethnic groups can bring to our congregational leadership. On the other
hand, the percentage suggests that serious work is required throughout the congregation
to raise to majority levels, the awareness of the theological urgency, and practical
richness of such a course. This is an arena crying for growth.^'
Similarly, the sample's present level of theological insight into the nature of the
church as reflected in biblical and theological approaches presented both restrictive and
expansive features for a leadership team as well as the greater congregation. Significant
percentages of responses demonstrated a lack of awareness of the fiindamental Biblical
mission of the church as pertains to both nurture of the church community and outreach
to the world beyond the communities' walls. The following chart provides the most
significant indicators of a restrictive nature (see Table 4.3).
^' A hopefiil indicator for this issue is the fact that this past charge conference year saw Goodrich
install the first ever African-American as a member of the Staff-Parish Relations Committee.
Hudson 85
Table 4.3
Pretest Theology Restrictive Indicators
57% 32% 21% 11% 11%
Affirm the Affirm that the Uncertain if Reject the idea Uncertam if
primary church should staff should be that laity should laity should
mission of the hire staff to hired to provide do pastoral provide
church is to provide congregational care. pastoral care.
care for and programs to care programs.
comfort its care for the
members. membership of
the church.
18% 29% 43% 29% 25%
Reject that Uncertain Reject the idea Uncertain Reject the
every whether that the church whether concept that
layperson is an accountabihty should affirm a members members
equal minister should be high standard should should hold
with the apphed to for its encounter high one another
clergy. discipleship. members. standards m accountable
membership. for their
discipleship.
18% 29% 39%
Rejects or is Rejects or is Affirm or lack a
uncertain if uncertain that basis for
every the purpose for opinion that the
layperson the nurturing ordained clergy
should be ministry ofthe can do ministry
engaged in an church is to more
active prepare laity to effectively than
ministry. do mmistry laity can.
within and
beyond the
church.
The theological pretest reflected distmct mdicators that were limiting factors for a
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leadership team. The first category had to do with mission and purpose. A significant
majority viewed the primary mission of the church to be self-care oriented even to the
extent ofhiring staff as necessary to insure the presence of such caring programs.^^
However, with respect to this category, again nearly one-fourth of respondents had no
basis upon which to speak to the hiring ofprogram staff The self-oriented theology of
the church continued as a composite 1 8 percent questioned whether every layperson
should be actively engaged in some ministry. Further, when queried concerning the
primary purpose for nurturing ministry within the congregation, a composite 29 percent
either rejected the idea ofnurture as preparation for ministry or had no experiential basis
for an opinion.
A second indicator, with a smaller but significant response, was pastoral care. A
composite 22 percent either rejected the idea that laity could be involved in meaningful
pastoral care, or had no basis for an opinion. A correlative item posed the possibihty that
every layperson is an equal minister with the clergy. A composite 61 percent either
rejected this affirmation or had no experiential basis for an opinion.
The instrument addressed the issue of discipleship standards and accountability.
The numbers reflect a high degree of discomfort with the ideas of either high expectation
for discipleship or mutual accountability within the congregation. Further, with respect
to both issues the numbers indicate that many have no practical basis for a stance
concerning discipleship standards and nurturing accountability within the church. A final
restrictive indicator that evidences the weakness ofGoodrich theology is the composite
response of39 percent who either affirmed the superiority of clergy ministry or lacked
^^The use of the term " primary" in the pretest question is significant. The item does not exclude
other emphases on the part of the church but does stress the primacy of self-care.
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the basis for making a determination.
Table 4.4
Pretest Theology Expansive Indicators
94% 100% 94% 100% 86%
Affirm that the
church should
place equal
emphasis upon
nurture and
outreach.
Affirm that
sharing the
good news of
Jesus Christ
should be a
major emphasis
of the church.
Affirm that
congregational
leaders should
fiinction in the
areas of their
greatest gifts.
Affirm that
spiritual growth
occurs as
members
interact with
one another in a
variety of
settings.
Affirm that
the role of the
clergy and
staff is to
equip the
laity to carry
out their
ministries.
79% 39% 64% 96% 96%
Affirm that a
high quality
church
possesses an
urgent sense
ofpurpose.
Affirm that
every layperson
is an equal
minister with
the clergy.
Affirm that
ministry ideas
and action
should arise out
of the local
church laity.
Affirm that
laity should
envision and
initiate
ministries.
Affirm that
laity should
explore,
discover, and
use their
spiritual gifts.
This section of data evidences the promise that Goodrich leadership has for fiiture
development. Strong responses occurred in a variety of categories essential for good
leadership. Some of these responses may be due to high levels of intuitive awareness on
the part of the pretest group. Dr. Brian Joachims, a member ofmy Congregational
Reflection Team, has advanced a fiirther possibility. He suggests that given my presence
in the pulpit and lectern ofGoodrich for nine years, some response categories may reflect
an unintentional and coincidental bias on the part of the respondents. This statement
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implies that some pretest responses may have been unintentionally conditioned by several
years of preaching and teaching on related themes. As will be discussed in Chapter 5, the
disparity between the responses of sections A and B over against C may lend support to
his view.
Table 4.5
Pretest Demographics Restrictive Indicators
68% 43% 68% 75% 75%
Reject or have Reject or have Reject or have Reject or have Reject or have
no basis for no basis for no basis for no basis for no basis for
response to the response to the response to the response to the response to
affirmation that affirmation affirmation that affirmation that the
World War II that Boomers the majority of the majority of affirmation
people prize an have generally American constituents of that the
ethic of self- preferred self- churches are Goodrich are majority of
denial for the fiilfiUment to not effectively under the age Norman
greater good. self-denial. reaching the of forty-five. residents are
generations under the age
after World of forty.
War II.
57% 50% 32% 50% 57%
Reject or have Reject or have Reject or have Reject or have Reject or have
no basis for no basis for no basis for no basis for no basis for
response to the response to the response to the response to the response to
affirmation that affirmation affirmation that affirmation that the
Baby Busters that Busters Busters are loyalty to jobs, affirmation
have been view intensely corporations, or that current
characteristically friendships as a media driven. organizations is teens
cynical about very high life not in the (Millenials)
life. priority. Buster are very
vocabulary. interested in
spiritual
matters.
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Table 4.5, continued
85% 86% 36% 79% 83%
Reject or have Reject or have Reject or have Reject or have Reject or
no basis for no basis for no basis for no basis for have no basis
response to the response to the response to the response to the for response
affirmation affirmation that affirmation that affirmation that to the
that a majority two-thirds of less than 50 over one-half affirmation
of current teens teens view a percent of of teens beheve that
perceives that close teens see that Jesus Millenials
they have a relationship church life as a committed sin possess many
good with God as a priority. while on the characteristics
communication life priority. Earth. similar to the
relationship World War II
with their generation.
parents.
83% 47% 47% 50%
Reject or have Reject or have Reject or have Reject or have
no basis for no basis for no basis for no basis for
response to the response to the response to the response to the
affirmation affirmation that affirmation that affirmation that
that the the Hispanic worship needs ministry needs
Norman people group is and vary across
community the fastest expectations ethnic lines.
Caucasian growing ethnic vary across
population will category in the ethnic hnes.
shrink Norman area.
dramatically in
the next few
years.
By far, the demographic section is the starkest of all in evidencing the gap
between leadership and the reality of the Norman, Oklahoma culture. Leadership
restrictive levels of awareness exist across a wide variety of categories. These categories
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include a significant failure to understand the generational dynamics that drive the
various age groups within Goodrich itself as well as the greater community (e.g., lack of
awareness ofvalues and lifestyle preferences across all generations).
Further, the Sample demonstrated a general lack of awareness as to demographic
trends within the Goodrich and the Norman community. Seventy-five percent of
respondents were unaware that the bulk of the Goodrich congregation was forty-five or
younger. An equal number were unaware that Goodrich's age profile paces the Norman
community age profile.
The pretest group demonstrated a marked lack ofperception concerning the
characteristics of the Millenials within their congregation and community. Significant
percentages of the pretest group were unaware that the majority of teens perceive that
they have a good communication relationship with their parents or that they have strong
spiritual drives.
Percentages generally improved for the items related to ethnic profiles and trends.
However, 83 percent were either unaware or rejected the census databased projection that
the Caucasian population of the greater Norman area would likely shrink in the coming
years. A much more modest percentage were unaware that the Asian and Hispanic
communities are the current high growth population segments. Virtually 50 percent of
the respondents were unaware of the significance of culture in determining worship styles
and ministry preferences. This is significant for American churches that may be tempted
to adopt a one-size-fits-all approach to ministry. In the case ofGoodrich, their limited
experience with these cultures and others has done little to suggest any needed variations
^ The growth of the Hispanic and Asian communities in Oklahoma has been an issue treated in
the popular media over recent years.
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or changes in their modes ofworship, ministry or internal philosophies. The dominant
perception has clearly been that any ethnic persons who come to Goodrich can readily
adjust to the status quo of the mainstream ethos. Frequent consternation as to why
persons of color, and for that matter, even persons ofdifferent generations irrespective of
race, do not readily step up to participate in music programs or other traditional vehicles
of the church is a familiar refrain. The overt and imphed message is that our style should
be appropriate for all. Everyone should be gratified by what we do in worship and
programming. Goodrich has clearly been among the one-size-fits-aU cross section of
American congregations. In a changing Norman cultural environment, this idea must be
adjusted through intentional education, leadership, and growth on the part ofGoodrich
constituents.
Table 4.6
Pretest Demographics Expansive Indicators
82% 71% 86% 86% 71%
Affirm that the Affirm that Affirm that Affirm the Affirm that
church must Boomers do not Boomers have statement that Busters prefer
relate to each fully share their been generally describes the churches that
generation parent's life more World War II emphasize
differently. values. emotionally generation as friendship.
expressive than practical. informal
their parents Boomers as authority, high
have. idealistic, and entertainment.
the Busters as and practical
skeptical. apphcation.
By themselves, these key expansive indicators scarcely outweigh the restrictive
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factors in Table 4.5 (p. 87), however they do indicate potential in two distinct ways. First,
they point to an intuitive awareness that comes from observing life within the church and
community. As one observes their children and grandchildren, a pressing conviction
emerges that they are not marching to one's own drum. Second, these expansive
indicators have the potential to become talking and learning points for the fiirther growth
of lay leadership within the church.
Research Question 2
An essential question for the field project was what effect an in-house education
module would have on the ability of the laity to communicate with the clergy concerning
leadership-related issues. As indicated earlier, the experimental group met with me in a
muUi-session seminar that focused on issues of leadership (see Appendix D). Following
that seminar, both the control and experimental groups met again to take the posttest.
The control group's posttest profile varied slightly from the pretest profile but not so
much as to suggest more than random variations of response or of the presence of second
thought change of mind. The follow table provides a summary of the posttest percentages
of the control group that correspond to the items listed in tables 4. 1 through 4.6.
Table 4.7
Control Group Posttest Profiles�(%) = Pretest Percentages
40%
(45%)
67% (82%) 50% (58%) 42% (39%) 50% (58%)
View the Leadership and Reject the Could not Could not
Episcopacy vision should local church distinguish affirm the
as primary not originate on council as between core concept of
vision givers. the local level. primary values and ethnic
visioning traditions. leadership.
body.
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Table 4.7, continued
100% (92%) 83% (93%) 100% (100%) 75% (82%) 83% (92%)
Favor granting
creativity.
Favor engaging
entrepreneurs.
New members
can be leaders.
Affirm training
of laity.
Affirm lay
understanding
of vision.
67% (82%) 83% (82%) 67% (82%) 83% (82%) 34% (42%)
Atfirm sharing
information.
Affirm
accountability.
Affirm local
vision creation.
Affirm rewards
to volunteers.
Affirm ethnic
leaders.
42% (57%) 33% (32%) 25% (29%) 8% (11%) 8% (11%)
Affirm
congregational
care.
Affirm hiring
staff to provide
member care.
Uncertain if
only staff
provide care.
Reject the idea
of lay pastoral
care.
Uncertain of
laity can do
pastoral care.
42% (18%) 17% (29%) 50% (43%) 8% (29%) 25% (25%)
Reject laity as
equal with
clergy.
Uncertain re
accountable
discipleship.
Reject post
membership
high standards.
Uncertain re
high standards
for members.
Reject mutual
discipleship
accountability.
16% (18%) 50% (29%) 58% (39%) 92% (94%) 100% (100%)
Rejects or
uncertain Re
laity in active
ministry.
Rejects or
uncertain Re
the church
equipping laity
for ministry.
Affirm that the
clergy are more
effective than
laity is.
Affirm equal
emphasis of
nurture and
outreach.
Affirm that
sharing the
Good News is
a priority.
100% (94%) 92% (100%) 83% (86%) 58% (79%) 42% (39%)
Affirm that
leaders
fimction best
in their gift
areas.
Affirm spiritual
growth as the
result of lay
interaction.
Affirm that
clergy and staff
are to equip
laity.
Affirm that a
quality church
has an urgent
purpose.
Affirm that
laity are equal
ministers with
clergy.
64% (67%) 83% (96%) 83% (96%) 42% (68%) 17% (43%)
Affirm that
ministry ideas
should arise
out of the
laity.
Affirm that
laity may
envision and
initiate
ministries.
Affirm that
laity should
discover and
explore their
spiritual gifts.
Reject or have
no response to
the idea that
World War 11
persons prize
self-denial.
Reject or have
no response to
the idea that
Boomers
prefer self-
fulfillment.
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Table 4.7, continued
67% (68%) 100% (75%) 75% (75%) 41% (57%) 42% (50%)
Reject the
affirmation
that American
churches are
ineffective in
post WW n
outreach.
Reject or do not
know that the
majority of
Goodrich is
under forty-
five.
Reject or do not
know that the
majority of
Norman
residents are
under forty.
Reject or have
no awareness
that Baby
Busters are
more cynical
about life.
Reject or have
no basis for
response to the
affirmation
that Busters
prize
relationships.
17% (32%) 59% (50%) 66% (57%) 92% (85%) 92% (86%)
Reject of have
no basis to the
affirmation
that busters
are intensely
media driven.
Reject or have
no basis for
response to the
affirmation that
loyalty to
organizations is
not a buster
trait.
Reject or have
no basis for
response to the
affirmation that
Millenials are
very interested
in spiritual
matters.
Reject of have
no basis for
response to the
affirmation that
teens believe
they
communicate
well with their
parents.
Reject or have
no basis for
response to the
affirmation
that two-thirds
of teens prize
a God
relationship.
75% (36%) 83% (79%) 84% (83%) 75% (83%) 75 (47%)
Reject or have
no basis for
response to the
affirmation
that less than
50 percent of
teens view
church as a
priority.
Reject or have
no basis for
response to the
affirmation that
over one-half of
teens believe
that Jesus
committed sins
on earth.
Reject or have
no basis for
response to the
affirmation that
Millenials
possess many
traits in
common with
World War II
people.
Reject or have
no basis for
response to the
affirmation that
the Caucasian
population of
Norman will
shrink
dramatically.
Reject or have
no basis for
response to the
affirmation
that Hispanics
are the fastest
growing
segment in the
Norman area.
67% (47%) 67% (50%)
Reject or have
no basis for
response to the
affirmation
that worship
needs vary
across ethnic
hnes.
Reject or have
no basis for
response to the
affirmation that
ministry needs
vary across
ethnic lines.
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Table 4.7, Continued
67% (82%) 83% (71%) 75% (86%) 67% (86%) 75% (71%)
Affirm that the Affirm that Affirm that Affirm the Affirm that
church must Boomers do not Boomers have statement that Busters
relate to each fially share their generally been describes the prefer
generation parents' life more World War U churches
differently. values. emotionally generation as that
expressive than practical, emphasize
have their Boomers as friendship.
parents. idealistic, and informal
the Busters as authority
skeptical. structures.
entertain
ment, and
practical life
apphcation.
On the other hand, the posttest data for the experimental group reflected areas of
significant change within all three major categories. In keeping with the profile of the
pretest, some of the most dramatic shifts related to the demographic and ethnic
categories. The educational modules strengthened intuitive responses to bibhcal�
theological materials. The following tables chart the responses on the part of the
experimental group in those areas significant to the study. For the convenience of the
reader, the tables provide side-by-side comparison of pretest and posttest percentages.
The rationale for this approach is to be facilitate transparency and perception not only
concerning those categories where significant shifts occurred that support the general
goals of the study but to recognize those key categories where shifts were not as strong as
perhaps anticipated. Presenting a summary of the key data in this manner will also
facilitate later analysis and discussion of the findings of the study in Chapter 5.
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Table 4.8
Experimental Group Posttest Profiles
(Leadership Restrictive)
(%) = Pretest Percentages
31% (45%) 0% (18%) 85% (58%) 15% (39%) 26% (58%)
View the Leadership and Reject or are Could not Could not
episcopacy vision should uncertain as to the distinguish affirm or
as primary not originate on appropriateness of between shared lacked a
vision givers the local level. the local council core values and basis for
or are as the primary local traditions. response to
uncertain v/5- vision-creating the concept
d-vis the body. of ethnic
local church. leadership.
In the restrictive categories above, the posttest reflected significant shifts in levels
of awareness affecting communication. Four of the five indicated appreciable levels of
improvement corresponding to the materials presented in the educational module. The
exception to this pattem is the increase ofuncertainty concerning the church council as
the primary vision-creating body. In that instance, the result was a starthng increase fi^om
pretest figures of 58 percent to a posttest 85 percent. This shift is more perplexing in that
it does not fit well logically with other similar category responses. The module segment
that treated this concept may have contained wording that confijsed the experimental
group. This probability is supported by my personal experience within congregations of
the midwest. A shift of this degree concerning such an item would fly in the face of the
normal independent attitudes held by midwestem congregants. The ethos of the area is
well knowTi for a legacy of fi^ontier mdividuahsm.
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Table 4.9
Experimental Group Posttest Profiles
(Leadership Expansive)
100% (92%) 100% (93%) 100% (100%) 100% (82%) 100% (92%)
Favor granting
creative
freedom to
members.
Favor engaging
the
entrepreneurs
within the
congregation.
Affirm that new
members can
be good
leaders.
Affirm the
training of
laity to flilly
participate
with clergy.
Affirm that
every member
should
understand
the vision and
mission of the
church.
85% (82%) 100% (89%) 100% (82%) 100% (82%) 67% (42%)
Affirm sharing
non-sensitive
mformation as
widely as
possible
within the
congregation.
Affirm that
accountability
ofmembership
can be a
nurturing
experience.
Affirm vision
creation on the
local level.
Affirm
recognition
of
volunteers
often and in
many ways.
Affirm the
value of
reaching
across ethnic
lines for
leaders.
The ten categories above demonstrated uniform, if not always dramatic levels of
improvement (see Table 4.8). The last four items contain the most gratifying results. Of
particular note is the change ofperception concerning the value of reaching across ethnic
lines to discover new leadership. This item showed a 28 percent increase of positive
awareness with the potential for new levels of openness and action. While this is not an
overwhelming statistic, it does reflect the potential openness of the congregation to
expanding their worldview in ways that are heahhy and helpful. The data reflects a basis
for a growing strong attitude of inclusivity in the face of a changing Norman profile. The
Hudson 98
leadership of the congregation, both lay and clergy must continue to lift up this issue.
Table 4.10
Experimental Group Posttest Profiles
(Theology Restrictive)
46% (57%) 0% (32%) 8% (21%) 15% (11%) 0%(ll%)
Affirm the
primary
mission of the
church is to
care for and
comfort its
members.
Affirm that the
church should
hire staff to
provide
programs to
care for the
church.
Uncertain if
staflf should be
hired to provide
congregational
care programs.
Reject the idea
that laity should
do pastoral
care.
Uncertain if
laity should
provide
pastoral care.
15% (18%) 0% (29%) 31% (43%) 15% (29%) 8% (25%)
Reject that
every
layperson is an
equal minister
with the
clergy.
Uncertain
whether
accountability
should be
applied to
discipleship.
Reject the idea
that the church
should affirm a
high standard
for its
members.
Uncertain
whether
members
should
encounter high
standards in
membership.
Reject the
concept that
members
should hold
one another
accountable
for their
discipleship.
0% (18%) 15% (29%) 23% (39%)
Reject or is
uncertain if
every
layperson
should be
engaged in an
active
ministry.
Reject or is
uncertain that
the purpose for
the nurturing
of the church is
to prepare laity
to do their
ministry.
Affirm or lack a
basis for
opinion that the
ordained clergy
can do ministry
more
eflfectively than
laity can.
Overall, the posttest evidenced improvement of levels of awareness concerning
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key theological items. Inwardly-focused perceptions such as the church exist to care for
its own membership or that stafBng should be driven by a desire to provide care
programs for the existing congregation dimmished. Perceptions concerning the role of
laity in active ministry generally improved. This trend did not flilly extend to the idea that
laity can accomphsh pastoral care ministries. In this category, the posttest yielded a
percentage increase of those who reject the idea that laity can successfully do pastoral
care ministry. I am inclined towards the opinion that this has to do with resistance
fostered by traditional terminology. My module log notes a brief discussion around this
point. An experimental member raised the issue of the pastor as a "trained" seminary
professional with counsehng ability that the typical person simply does not have. The
viewpoint was that the pastoral ministry is an arcane specialty. The resuh is that I can do
what they carmot. This mystique of the ministry may account for the comparatively small
shifts in categories that affirm positive comparisons between laity and clergy
performance potential. The session log also suggests a second possibility. As the
ecclesiastical models of Steinbron and Ogden were contrasted, a participant in the
discussion noted that Steinbron offered a more palatable model in that ministry was
respected in terms ofboth laity and the ordained. The larger experimental group appeared
to be in sympathy with this comment indicating that a significant percentage of the
experimental group responded more to Steinbron's model of separate but equal ministry
roles for laity and clergy as opposed to Ogden's more radical leveling model. I draw the
conclusion that many people of varying age groups still perceive the clergy as a viable
and important role within the congregation. This implicit value demands that the clergy
engage in a process of determining what their role should appropriately be in a more level
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leadership model. I am of the conviction that the value coefficient place upon the
vocation of the clergy by the laity includes the fimction ofpriest and prophet. At least one
of these roles, namely the prophetic, has direct implications for resourcing leadership
within the congregation. The clergy as a prophetic voice aids the congregation to focus its
leadership vision on the God point on the horizon. Beyond this, however, is the strong
probability that the positive relationship that I have had with this congregation for the
past nine years colors their response to this category. To minimize the role of the clergy
is to minimize my role in their individual and corporate hves. This would be an
unpleasant prospect for many.
Table 4.11
Experimental Group Posttest Profiles
(Theology Expansive)
100% (94%) 100% (100%) 92% (94 %) 100% (100%) 100% (86%)
Affirm placing
equal
emphasis upon
nurture and
outreach.
Affirm sharing
the Good News
as a major
church
emphasis.
Affirm that
congregational
leaders should
function in
their greatest
gifts.
Affirm that
spiritual growth
occurs as
members
interact with
one another.
Affirm the
clergy and
staff as
equippers of
the laity.
92%. (79%) 100% (39%) 92% (64%) 100% (96%) 92% (96%)
Affirm that a
high quality
church
possesses an
urgent sense
of purpose.
Affirm that
every layperson
is an equal
minister with
the clergy.
Affirm that
ministry ideas
and action
should arise out
of the laity
within the local
church.
Affirm that
church
members ought
to envision and
initiate
ministries.
Affirm that
all laity
should
explore,
discover, and
use their
spiritual gifts.
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The essence of the data from this section of the posttest is that the educational
module affirmed the already strong and intuitive level of awareness on the part of
Goodrich laity. In a number of items, the pretest levels of awareness were already high
and the module served to enhance by a few percentile points only. Exceptions to this
general trend were the response shifts related to the value of an urgent sense of purpose,
the equality of laity and clergy in ministry, the value ofministry ideas and action arising
from the laity, and the exploration of spiritual gifts. The high degree of change with
respect to the equality of laity and clergy in ministry (39 percent to 100 percent) sharpens
the degree of perplexity concerning the earlier category of clergy superiority in pastoral
care issues. Again, I am of the mind that ministry and pastoral ministry are two distinct
terminological categories for Goodrich laity. This would allow laity to see themselves
conceptually as coequal ministers with clergy in general service areas and yet secondary
in the specialized arenas of pastoral ministry. The final category related to spiritual gifts
saw an insignificant downward blip of 2 percent.
Table 4.12
Experimental Group Posttest Profiles
(Demographics Restrictive)
23% (68%) 0% (43%) 8% (68%) 30% (75%) 23% (75%)
Reject or have Reject or have Reject or have Reject or have Reject or
no basis for no basis for no basis for no basis for have response
response to the response to the response to the response to the to the
affirmation that affirmation that affirmation that affirmation that affirmation
World War II Boomers have churches are the majority of that the
people prize an generally not reaching constituents of majority of
ethic of self- preferred self- post World Goodrich are Norman is
denial. fiilfillment. War II ages. under 45. under 40.
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Table 4.12, continued
15% (57%) 30% (50%) 0% (32%) 15% (50%) 30% (57%)
Reject or have Reject or have Reject or have Reject or have Reject or
no basis for no basis for no basis for no basis for have no basis
response to the response to the response to the response to the for
affirmation affirmation that affirmation that affirmation that response to
that Baby Busters view Busters are loyalty to jobs. the
Busters have friendships as a intensely media corporations, or affirmation
been very high life driven. organizations is that current
characteristical priority. not in the teens
ly cynical Buster (Millenials)
about life. vocabulary. are very
interested in
spiritual
matters.
46% (85%) 46% (86%) 46% (36%) 77% (79%) 46% (93%)
Reject or have Reject or have Reject or have Reject or have Reject or
no basis for no basis for no basis for no basis for have no basis
response to the response to the response to the response to the for response
affirmation affirmation that affirmation that affirmation that to the
that the large two-thirds of less than 50 over one-half affirmation
majority of teens view a percent of teens of teens believe that
teens perceive close see church life that Jesus Millenials
that they com relationship as a priority. committed sin possess many
municate well with God as a while on the qualities
with parents. life priority. Earth. similar to the
World War 11
generation.
17% (83%) 8% (47%) 4% (47%) 4% (50%)
Reject or have Reject or have Reject or have Reject or have
no basis for no basis for no basis for no basis for
response to the response to the response to the response to the
affirmation affirmation that affirmation that affirmation that
that the the Hispanic worship needs ministry needs
Norman people group is and vary across
community the fastest expectations ethnic lines.
Caucasian growing ethnic vary across
population will category in the ethnic hnes.
shrink Norman area.
dramatically in
the fiiture.
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The posttest resuhs reflected a dramatic modification of awareness on the part of
the experimental group concerning demographic indicators. Demographics inclusive of
ethnic issues were the weakest of the three sections of the pretest materials. An
examination and comparison of the items above reveal that demographics also reflected
the greatest levels of improvement. Given the history ofGoodrich as a church in a
southern Bible-belt town, there has been a low sense of need to embrace ethnic change
issues. Ethnic profiles were small and relatively unchanging for much of the past fifiy
years. Similarly, because Goodrich has spent much of its fifty-year history focusing upon
the religious needs of the World War II generation, they lack keen appreciation for the
subtleties ofgenerational variations. However, in light of the fact that levels ofpercentile
change across the board approached an average of 40 percent, I am optimistic regarding
the potential for growth. My thinking is that this high degree of change can best be
explained by the relative lack of preconceived notions on the part of the experimental
group. With fewer presuppositions to disassemble, the internalization of the literature was
more effective. This general condition of openness evidences Goodrich's potential for
growth leading to changed behavior and action as the racial complexion ofNorman
changes in the years to come. The acid test will prove to be not Goodrich's generally
open and fiiendly demeanor towards ethnically different persons, but whether they can
welcome diverse peoples into leadership roles that may threaten long established notions
of ownership of the church and its fimctions. An encouraging indicator is that we
currently have both Native-American and African-American individuals serving in
leadership capacities for both nurturing and outreach ministries of the congregation.
To date, negative feedback has not arisen.
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Table 4.13
Experimental Group Posttest Profiles
(Demographics Expansive)
85 % (82%) 100% (71%) 92% (86%) 100% (86%) 92% (71%)
Affirm that Affirm that Affirm that Affirm the Affirm that
the church Boomers do not Boomers have general Busters prefer
must relate to flilly share their been generally statement that churches that
each parents' life more one may emphasize
generation values. emotionally describe the friendship,
differently. expressive than World War U informal
their parents generation as authority
have. practical, the structures.
Boomers as entertainment.
ideahstic, and and practical
the Busters as life
skeptical. application.
The expansive demographic items predictably reflect less dramatic changes than
the restrictive categories above. Nevertheless, all five items consistently improved by at
least modest percentages.
Research Question 3
Retrospective consideration of the field project suggests that the in-house model
was very effective in accomplishing its primary task of raising the level of lay awareness
concerning leadership issues. Secondarily, it also functioned well in facilitating lay-
clergy communication concerning these issues. It did so by effectively delineating the
issues and language central to such a conversation and further, by stimulating the interest
in those issues on the part of key laity. In terms of participation levels, by the use of this
in-house model, twenty-eight persons were able to take part. Thirteen were in the
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experimental group and participated in the educational module. Since the close of the
module period, several of the control group have expressed a desire to gain insight into
what the discussion was during the educational module. This bodes well for repetitions of
the training in the days to come.
Evidence from the Module Feedback Sheets and Session Log
A feedback exercise followed each module that permitted the experimental group
to identify the most significant insights they were deriving from the materials. The
feedback form asked three questions of content and one related to session quality (see
Appendix E). The foUowing is a summary of the significant insights and questions from
across the three content categories.
The experimental group expressed excitement over the contrast between the
traditional hierarchal model of the church and the Pauline structure of the house church.
Ofparticular interest was the insight that the church should pursue maximum lay
involvement as a norm rather than an exception. Several flagged the idea of reciprocal
nurturing ministry and outreach as a radical new concept for them. In module one, this
led to the question being raised on several feedback sheets, as to how we may better
equip our laity to participate in this form of interactive spiritual ministry. I recorded in
my session log that one participant spoke out concerning this issue ofequipping ministry
to ask for specialized training to help her (and others) learn more about their particular
spiritual gifts. This was a call not only to identify them, but also to understand how to use
them. A recurring insight was that God might use anyone to envision and accomplish
vital ministry. The idea that ministry ideas may bubble up from the body rather than
trickle down from the executive level was a concept that saw repeated note on the
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feedback sheets. Such insights led to several questions on the feedback sheets. Among
these questions was "What resources are available to assist Goodrichers to become
effective in being used by God in bubble-up ministry?"
For most of the group, Hersey's readiness continuum was a new concept. As the
group responded to the second session, they expressed fascination with the idea that all
laity can and should be ministers, but not everyone is at the same place concerning
readmess. The question as to how we need to proceed to nurture persons along this
continuum appeared several times. Two additional questions surfaced concerning the
leadership readiness issue. First, "Do leaders emerge spontaneously, or may they be
sought out?" Second, "If they can be sought out, how do you identify them?" These
concepts surfaced as issues that the experimental group would wish to explore fiirther in
the days to come.
Feedback concerning the demographic issues related to the field study repeatedly
identified the present and future trends of the Norman community as the most striking
insight. Several flagged the need for change and what that would look like as a vital
question for fiirther discussion. Some expressed concern that we not forget the older
generation in the face of an emerging population profile. This question appeared to wit,
"How may we build bridges to connect the generations together rather than separate
them?" The changing ethnic profile of our culture at large and the Norman community
prompted one to ask, "How may we learn to be a church where anyone can worship and
fit in?"
Overall, the insights, observations, and questions of the experimental group
demonstrated a high degree of intellectual and spiritual investment in the educational
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module. These were not perfunctory responses but real feedback reflective of genuine
interest and changing attitudes. Each response category evidenced increased levels of
awareness concerning leadership principles and categories. Beyond the formal sessions,
three different leaders approached me in the days following the module, each ofwhich
suggested the same basic idea. They advocated the idea ofbudgeting time in the coming
days to retum to the ideas and issues of the module for further discussion with all of the
leaders of the church, not just the experimental group. Such post-study experiences
evidence a strong degree of effectiveness from the field project model.
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CHAPTER 5
SUMMARY AND CONCLUSIONS
Post project assessment of the data portrays Goodrich laity as possessing levels of
awareness in descending order as follows. Participants were surprisingly well aware
concerning many basic theological aspects of the church. The more these issues relate to
traditional systematic theology matters such as Christology or pneumatology, the more
they intuitively can flag the correct response on an instrument. I would argue that this has
to do with the net result of generations of Sunday School classes and pulpit presentations
that focused on basic themes. However, the more rarified aspects of theology with
unphcations for leadership, such as the Pauline house church notions of spiritual growth
and nurture within the community were not so readily "guessed." Traditional views of
who does pastoral care and how the church is to function are largely default mechanisms
for the congregation. The field project has demonstrated good capability of challenging
these set patterns of thinking and redirecting leadership in new paths. In hght of this, I
hold this field project model to be a valuable methodology for the many local
congregations that are struggling with impasse to the fiiture and have never been
successfiil in enticing an effective group to attend a regional conference.
The Field Project in Light of the Literature
The resuhs of the project coincided with the literature at several junctures.
Hersey's idea of readiness or the lack thereofwas manifest in general terms as the pretest
revealed deficiencies of awareness (readiness) on the part of the Goodrich Church
Council and the church and community they were confronting. This was particularly true
of the twin categories of leadership principles and demographic/ethnic trends. The pretest
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profiles of the experimental group contrasted whh the posttest, reflected measurable and
in some instances, striking shifts of awareness of leadership issues. The quasi-statistical
indicators reflected by the posttest resuhs when linked with the feedback sheets and
session log argue for increased readiness and willingness.
I found the connection to Ogden's thesis about the danger of sacerdotal language
to be a point of convergence in the study (65). Ogden notes that the very ecclesiastical
language we use such as ordained clergy, impedes the emergence of laity in ministry
(72). The results of the posttest demonstrated a commitment on the part of the
experimental group to a presupposition of the superiority of the clergy as pertaining to
pastoral care. This was revealed in such a way that it evidenced an attitude that though
the laity can certainly have a ministry of equal value with clergy, the clergy is a true
specialist. The field project results at this point reflected a more conservative and
mainstream attitude on the part of the experimental group. This attitude was likely a
mixture of a preexistent comfort zone concerning traditional church structures, and the
more generally appealing thesis ofMelvin Steinbron vis-d-vis Greg Ogden.
Case's concept ofbuilding entrepreneurial teams within the congregation found a
ready audience as demonstrated m the posttest affirmations ofutilizing entrepreneurs and
creative people for the enhancement ofministry. An extension of this thinking evidently
shaped openness to the utilization of creative laity even when they are comparatively new
to the congregation.
One of the most profound intersections with the literature was with relation to
Schriberg, Schriberg, and Lloyd (152). The field project allowed the experimental group
to confront the ethnic data fi-om two directions. First, the bibhcal images of the church
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emerging with muhicuhural leadership dimension, and secondly the demographic
realities facing the Norman conmiunity in the years to come. The effective result was a
significant shift of awareness toward the better. 1 do not wish to overstate the result of the
project as pertains to this area. The experimental group responded in such a manner as to
suggest significant shifts in awareness levels and openness, yet limitations still exist. An
examination of the inventory items treating multicultural issues suggests that the more
neutral the item was the higher the percentage of change. When asked concerning
crossing racial hnes to discover local church leadership, the posttest percentage of shift
was concentrated in the "no basis for response" category. Persons who in the pretest
flagged "no basis for response", evidently shifted over to the "understand and agree"
column. The percentage of those who thought it a non-tenable idea remained constant
(see Appendix A, a-25; E, a-25). This suggests that fiirther work must be done to break
down attitudes that not only are defeating to the congregation but actually impede
communication.
Theological Reflections
Theologically, the study invites the participant into a process ofdoing theology as
the church. Conventional perceptions of discipleship and ecclesiology are critically
scrutinized in light of an array of literature and the discussion it engenders. Several new
areas of discussion for the leadership ofGoodrich emerged from the study. The Church is
called to be radically committed apprentices of Jesus Christ, learning the trade of the
master. Discipleship and mission are not electives. The Church exists as a community in
tension�nurturing the community within for effectively carrying out the ministry
beyond. Nurture and outreach are equal emphases. Spiritual growth occurs as individual
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believers discover, explore, and utilize their gifts within the fellowshipping community.
In any given congregation, God gifts all according to divine discretion. Numbers ofgifted
pastors, leaders, and many others fijnction within each local congregation. This does not
exclude the valuable role of called and ordained leadership. The Church has always
recognized and called forth key persons to take the lead. With the biblical example of
deacons, elders, and bishops, arguing for some form of ecclesiastical egalitarianism or
pure democracy would be an extremist view.
Limitations of the Study
The study faces certain challenges and inherent limitations that must be accounted
for in the process of any analysis.
Awareness Precedes Performance.
The first and perhaps most significant limitation is that no inherent factor
guarantees a hnk between levels of awareness and performance. The educational module
served to provide certain pragmatic and foundational information needed by those
serving in the role of church leaders. The spiritual dynamic behind such knowledge, that
is to say the motivating force, must come from the spiritual wellspring of the behevers.
The Church as a spiritual entity must draw its energy for action from the empowerment
of the Holy Spirit. The study does not purport to prescribe how this spiritual dynamic is
accomplished. Passive churches may well lack the impetus to engage the module, no
matter how well it is presented or how potentially valuable it might prove. However, I
accept as an axiom that awareness inexorably precedes performance. Until insight
appears concerning the nature of discipleship, the Church, and the more specific aspects
of leadership, the process of response can not begin.. Further, where a hunger for the
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future exists, the model employed by the project does promise tools for a ministry
dialogue between laity and clergy.
Hersey Revisited
A further important question is whether the data reflected by the chain of
evidence demonstrates progress on the part of the experimental group in the categories of
readiness and willmgness identified by Paul Hersey. Certainly, the quasi-statistical data
of the posttest demonstrated significant improvement in levels of awareness. However,
was this improvement reflective of true change of perspective that may later produce real
change in action? I recognize that the percentage shifts may be the result of other factors.
One possible reason could be simply that the group regurgitated answers that they
perceived were expected from them. Alternatively, the data could reflect situational
response equivalent to parishioners complementing a Sunday sermon as a rote act of
politeness. The inventory alone would not be sufficient to clarify this question. My
conclusion is that the modules laid the foundation for real and not temporary change in
levels of awareness. 1 arrive at this conclusion based in part on the presence of
significant percentage shifts across a wide array of items in the instrument (see Chapter
4). I am convinced that the degree of improvement in awareness in terms ofboth
percentage number and spread would not be the case if a few individuals out of the
random group simply desired to protect my feelings.
Further, the chain of evidence for this study did not rely solely on the pretest-
posttest instrument. The feedback sheets for the experimental module contained a variety
of responses that lent credence to genuine interest and even epiphany on the part of the
participants. When asked about the most personally significant insight derived from the
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modules, responses included the following.
"An eflFective church needs all of its members involved, not just the clergy."
"The church of the future is one that is organic in its ministry."
"An eye opener is how our structure encourages us to be cliquish and de-
emphasize outreach."
"All congregants are ministry providers."
"The idea that 1 can experience a bubble-up ministry and it is taken seriously."
A query as to what question participants would like to ask about the given module
brought responses as follows.
"How best to energize everyone to seek and find their best ministry gift."
"How to deal with groups of laity who are at different readiness levels."
"Do leaders emerge or can they be sought out?"
"How do people with a vision explore or gain support for their vision."
The third query invited the participant to identify issues they would like to
explore fiirther. The following is a summary of the responses.
"How can we close the gap between the general and local church?"
"Why are we so hesitant to change to more effective models of leadership?"
"How can 1 become a better leader?"
"Bubble-up ministry at Goodrich."
"What would it look like to hold our laity accountable for their ministry?"
"How can we reconcile the need for reward with the biblical idea of thankless
ministry?"
"How can Goodrich be in ministry to World War II persons and young people at
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the same time?"
"How do we need to market our ministries to Norman?"
"How is today's society affecting Millenials?"
"How can Goodrich be relevant to other cultures in Norman?"
"Will our worship services be attractive to other ethnic groups?"
"How may we learn to be a church where anyone may worship and fit in?"
(see Appendix G).
The degree of insight and honesty reflected in the above questions or affirmations
evidence more than a passing interest or polite disinterest. The module's materials
genuinely caught the group's attention and had at the minimum a formative impact. In
terms ofHersey's equation, the chain of evidence suggests a strong advancement in both
categories ofwillingness and readiness�^that is to say, the experimental group is open to
new ideas and desirous ofpursuing them further.
When one adds the high degree of interaction reflected in the session log, a clear
and demonstrable investment on the part of the experimental group is manifest. All
components taken together steer me away from random causes for change, to the
conviction, that the causative component was the curriculum.
Arguably, the durative nature of the information is evidenced as well by post-
module experiences with participants. As indicated elsewhere, one participant stopped me
in subsequent days to encourage me to share the module information with the entire
church by some means. Further, at an informal breakfast meeting in the weeks that
followed, one Korean War generation individual who had also been a participant on the
experimental group, spoke up positively to the idea that we might need to relocate as a
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congregation in the years to come so as to be better able to fiilfiU our ministry vision.
Such responses produce a cautious optimism on my part as 1 move past the sessions and
face the ministry challenges to come.
Issues of Practical Application
An underlying concept of this project has been that the most effective form of
congregational structure in terms of a shared leadership and ministry is a flattened model.
In the flattened model, there is far less emphasis upon hierarchical distinctions and
pecking orders and far more emphasis upon a sharing of roles of leadership and ministry.
While clergy may stand less on titles than before, it is also equally true that the laity
encounter the opportunity to step up to a higher expression of their potential as
apprentices of Jesus Christ. A question arises as to what the role of the Pastor as a formal
position becomes in such a flattened model of church leadership. In my view, the Pastor
as appointive clergy bears the responsibility of general oversight of the ministry and
mission of the local church (see p. 1 13). He or she speaks prophetically to the greater
vision of the church out of scripture and as needed provides guidance to laity concerning
the function and discipline of the local congregation. This need not be conflictive with
the greater freedom expressed in a shared model of leadership and ministry. In the large
majority of cases, this is only a problem when the clergy perceives a need to
micromanage laity, not in terms of essentials, but in terms of clergy biases. The pastoral
prophetic role is to keep the creative energies of the laity focused upon the correct goal,
namely fulfilling the mind of Christ.
The appointive Pastor also joins the ranks of those who lend their energies in
equipping ways to the community. The Pastor, who is often a knowledgeable teacher.
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imparts knowledge and skills to laity through mentoring relationships, pulpit, and lectern.
The Pastor joins the Church in acts ofpermission giving and empowerment towards
gifted laity. The laity discovers that their ministry ability is enhanced because of pastoral
involvement.
The dangers of this model are not to be underestimated. On the one hand, the
Pastor may be tempted to simply coast, relying on a few talented laity to do what should
be the role of the clergy. Inclusive of this is shepherding the flock through appropriate
presence in the lives of church members. The pastor may fall prey to laziness in terms of
his or her role as a vision stunulator, deferring to the popular voice even when it may
need serious chaUenge from biblical or theological referents. A significant danger is the
danger of anarchy when so many people are in charge, that no one is in charge. The
Pastor by position retains the executive voice, even when used wisely and sparingly.
In terms of implementing this data at Goodrich, the way is open for significant
elements of this thinking to become normative within our congregation. This is true first
because of the excellent pool ofgifted laity we have within our congregation. Second, I
have established a significant base of respect and trust with these individuals over the last
nine years. This trust has emerged from both my performance as pastor and my
intentional efforts to communicate with my people concerning my theology and
philosophy of the Church. Third, I am comfortable with letting the creative people in our
midst step to the front with ideas and suggestions about which they are passionate. These
ideas are not necessarily givens. The check and balance system of our Council is still
quite effective. What is different is that we are increasingly all speaking the same
language and headed in the same direction.
Hudson 117
The Issue ofWord, Sacrament, and Order
An important issue for United Methodist clergy related to the extended
application ofproject results has to do with the traditional role of the clergy. The Book
ofDiscipline affirms that the heart of Christian ministry is in mutual servanthood (91).
This servant ministry is the role of all believers in community together. At the same
time, United Methodists recognize the ministry of the ordained�persons who are called
by God into a "lifetime of servant leadership in speciaUzed ministries" (92). The
ministry of the ordained elder is a recognized and set-apart role of function to "Service,
Word, Sacrament, and Order." The significance of our covenant as clergy in terms of
these four roles is that we have each conunitted ourselves to build our vocational life
around these practices. We are to lead by example in servant ministry, to faithflilly
proclaim the prophetic word of God in the congregation, to stand in the priestly role of
lifting up the sacraments within community, and to interpret and apply the mutually
adopted polity of our church. The question then is do these four aspects of covenant
ministry conflict with the flattened model of leadership suggested within this study?
My response would be that no inherent or insurmountable conflict exists. I
clearly recognize that I first have the privilege to be a key individual in shaping the
servant mentality of our congregation. I do so by stepping up to the various ways in
which service may be implemented in mission and ministry. I do not shirk such
opportunities. On the contrary, I participate and invite laity to join me. The best discrete
example of this is that in the last nine years of service in this congregation, I have been a
participant in all but two of twenty-one different mission enterprises. In the earliest years,
I frequently served as team leader. As time has gone by, I have encouraged laity to step
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up and drive the mission enterprises. They have done so in a manner that reflects great
credit upon their leadership abilities.
Secondly, I eagerly accept my role ofbeing the one who primarily exegetes the
word in the midst of our corrununity life. I recognize that this is for me both a matter of
training and spiritual gifting. God has called me to be the preacher and prophet in the
setting where 1 serve. This does not mean that God does not also gift others in the laity
with such abilities. On the contrary, Goodrich enjoys a strong cadre of talented lay
speakers who frequently serve the pulpit in my absence. This does not threaten nor
duninish my status or ftinction. Goodrich has a clear recognition that I stand in something
akin to an apostohc role because ofmy called status, training, and ordination by our
covenant connection. Goodrich has ample room for both.
The sacraments within our tradition are an extension of the clergy's priestly�
prophetic role. In our tradition, by office, I take the lead in serving the Eucharist and
administering baptism. Yet, I readily use laity in creative ways to carry and serve
communion to shut-ins and others. I always employ laity in baptisms by my side. My
rationale is that while I honor our tradition and discipline concerning such matters, I want
the laity to appropriate the fiillest possible blessing from their own life of service.
The fourth of these components is in some ways the most significant. I stand in
the role of a representative of our larger connection. As the one who interprets and points
to the Discipline that serves as our polity, I am key to the process of empowering a
healthy church that fimctions wisely and efficientiy because ofover two hundred years of
collective Methodist experience. In a new century, this role of administering order is just
as important as in earher generations. We still live in a church culture that is enamored
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of notions of quasi-independence. A strong voice that points to the polity core of our
community is crucial to its achievement.
In terms of implementing this data at Goodrich, the way is open for significant
elements of this thinking to become normative within our congregation. This is true first
because of the excellent pool ofgifted laity we have within our congregation. Second, I
have established a significant base of respect and trust with these individuals over the last
nine years. This trust has emerged from both my performance as pastor, and my
intentional efforts to communicate with my people concerning my theology and
philosophy of the church. Third, I am comfortable with letting the creative people in our
midst step to the front with ideas and suggestions that they are passionate about. These
ideas are not necessarily givens. The check and balance system of our Council is still
quite effective. What is different is that we are increasingly all speaking the same
language and headed in the same direction.
Possibilities for Further Study
The module feedback sheets provided an array of insightfirl comments that
identified unanswered questions or issues that merit fiirther consideration. Among these,
certain ones stand out.
1 . How will this new way of thinking actually work out in the life ofGoodrich?
2. What historical precedents of attempts to return to a so-called biblical model
exist and what were the results?
3 . How do we bring more Goodrich people on board concerning these issues?
4. What will Goodrich need to do or change in light of the issues covered in the
modules?
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5. What will the process of transition to ethnically diverse leadership require
Goodrich to do or change in terms of attitudes and infrastructures?
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APPENDIX A
Percept First View 2001 Demographic Focal Area Data
Percept Group, Inc.
Imagine Area #5, N.W. Norman, Oklahoma
30 March 2001
Five Year Projections
Moderate Growth
Very High
Projected Population Change:
Population Diversity:
Prominent Lifestyles Group:
Non-Anglo Population Growth:
Fastest Ethnic Growth Group:
Typical Community Family Structure:
Education Level:
Faith Receptivity:
Church Style Preference:
Church Program Preference:
Methodist Preference:
Population:
Lifestyle Diversity:
Affluent families 5%
Middle American famihes 33%
Young and Coming
Somewhat High
Asian
Somewhat Nontraditional
Very High
Somewhat High
Blended
Spiritual Development
Somewhat High
89,121 (2001)
96,030 (2006).
Young and Coming 44%
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Rural 4%
Seniors 5%
Ethnic Diversity Current Year (U.S. Average in parentheses):
Anglo 83% (70%)
Afiican-American 4% (12%)
Hispanic 5% (13%)
Asian 3% (4%)
Native-American 6% (1%)
Ethnic Diversity 5 -Year Projections (Percentage of Increase or Decrease):
Anglo +0.2% (+2.2)
Afiican-American +6.1% (+5.2)
Hispanic + 11.7% (+11.8)
Asian +12.0% (+12.2)
Native American +5.5% (+9.8)
Generational Groups (Ages):
Millenials 31% (0-20)
Survivors 32% (21-39)
Boomers 24% (40-59)
Silents 8% (60-74)
Builders 4% (75 +)
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APPENDIX B
Vista Project Data
Goodrich Congregational Profile
Birth Cohort
40%
35%
30%
25%
20%
15%
10%
5%
0%
I
Vi
o
so
OS
00
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Age By
Decade
11.20%
Hudson 125
Occupation
Hudson 126
Education Level
40% 35.20%
<HS HS <Coll Coll Mast Doct
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Radio
Station
Format
Preference
Jazz
Rock
�Z Listen
1.30%
^^^^^^
^^^^
17.30%
Talk
S0$-60s
Rap
Country
Classic ii
Christian
11.80%
20.50%
13.70%
Big Band 2.60%
0% 5% 10% 15% 20% 25%
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APPENDIX C
Communication and Leadership Issue Awareness Pretest-Posttest
Goodrich Memorial United Methodist Church
Age: _
Gender:
\
i
I understand the
statement and
disagree.
1
I have no basis for
response.
>
2
m
1
I understand the
statement and
agree.
For each item listed below, circle the number to the right that best fits the level of
your agreement. Use the scale above to select the most appropriate response. Please
circle only one response per statement.
A. LEADERSHIP
PHILOSOPHY and PRACTICE.
Item Scale Item Scale
1. The primary source for
local church vision should be
episcopal leadership.
1 2 3 2. Planning or organizing for
spiritual matters is
inappropriate.
1 2 3
3. The pastor is the only
appropriate leader in the
local church.
1 2 3 4. It is important for every
member to understand the
mission of the local church.
1 2 3
5. Within the local chiu-ch,
sharing non-confidential
information as widely as
possible is important .
1 2 3 6. Volunteers should be
recognized for faithfiil service
often and in many ways.
1 2 3
7. Church members should
be trained to fiilly participate
in leadership with the pastor.
1 2 3 8. Accountability within the
local church is a good thing.
1 2 3
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9. Leadership and vision for
the local church should
originate on the local level.
1 2 3 10. Allowing church members
the freedom to make creative
decisions is dangerous.
1 2 3
11. Congregational member
participation in the decision
making process is not
important.
1 2 3 12. Accountability can be
constructive rather than critical.
1 2 3
13. Accountability can foster
team spirit.
1 2 3 14. A congregation must have a
set of shared core values.
1 2 3
15. Shared core values are
the same as the traditions of
the local chxach.
1 2 3 16. A local church should use
as many leaders from the
congregation as possible.
1 2 3
17. Tradition and
traditionalism within the
church are two different
things.
1 2 3 18. Persons who are long-time
members of the church should
lead the congregation.
1 2 3
19. The church is benefited
most when the pastor is a
very directive leader.
1 2 3 20. The church should readily
invite new leaders to emerge.
1 2 3
2 1 . New members of the
local church can be active
and eflFective leaders.
1 2 3 22. A successfiil church
encoiuages its spiritual
entrepreneurs.
1 2 3
23. The church council is the
appropriate primary vision-
creating body.
1 2 3 24. Training and development
of congregational leaders for the
local church is not crucial.
1 2 3
25. There is value in seeking
out leaders for the local
church across ethnic lines.
1 2 3
B. THEOLOGY OF THE
CHURCH
1. The church's primary
mission is to care for its
members by providing
comfort, help and support
tlirough tough times.
1 2 3 2. The church should hire staff
to provide programs to care for
the membership.
1 2 3
3. Sharing the good news of
Jesus Christ should be a
major emphasis of the
church.
1 2 3 4. The pastor's primary role is
to do pastoral care (i.e., visit
chiu-ch families).
1 2 3
5. Congregational leaders
should fimction in the areas
of their greatest gifts.
1 2 3 6. Chiu-ch members (laity)
should do pastoral care.
1 2 3
Hudson 130
7. The church's emphasis
should include an equal
involvementwith nurtiu-e and
outreach.
1 2 3 8. There are very few ministries
that congregational members
carmot do.
1 2 3
9. The ordained pastor can
do ministry more effectively
than congregational members
can.
1 2 3 10. Being a disciple of Jesus
Christ is a total commitment of
one's life.
1 2 3
11. Members of the church
should hold one another
accountable for their
discipleship.
1 2 3 12. Spiritual growUi within the
church occurs as members
interact with one another in a
variety of settings.
1 2 3
13. The church should have
high standards for its
membership.
1 2 3 14. The pastor's primary role is
to be a personal care giver to the
congregation.
1 2 3
15. The role of the clergy
and staff is to equip the
congregation (laity) to cany
out their ministries.
1 2 3 16. Spiritual growth occurs
primarily through worship and
preaching.
1 2 3
17. A high quality church
possesses an urgent sense of
purpose.
1 2 3 18. Every layperson is an equal
minister with the clergy.
1 2 3
19. Every layperson should
be involved in an active
ministiy.
1 2 3 20. All ministries are lay
ministries.
1 2 3
21. Ministry ideas and action
should arise out of the laity
within the church.
1 2 3 22. The best ministiy ideas
originate with the executive
leadership of the church.
1 2 3
23. All laity should discover
and use the spiritual gift(s).
1 2 3 24. The purpose for the intemal
ministry of the church is to
prepare laity to do ministry in
the world beyond the church.
1 2 3
25. Spiritual growth occurs
as the Holy Spirit gifts many
persons to share ministry
with their church family.
1 2 3 26. It is necessary for the pastor
to lead all worship services.
1 2 3
27. It is important for church
members to envision and
initiate mimstries.
1 2 3 28. Most churches in Norman
show little success in
multicultural ministry.
1 2 3
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C. DEMOGRAPHICS.
1. The church must relate to
each generation differently.
1 2 3 2. There are more generational
groups living side-by-side today
than at any other time in history.
1 2 3
3. The World War 11
generation has prized an
ethic of self-denial for the
greater good.
1 2 3 4. Baby Boomers (1946-1964)
have been generally committed
to self-fulfillment in preference
to self-sacrifice.
1 2 3
5. The majority of American
churches are not effectively
reaching the generations after
World War 11.
1 2 3 6. One style ofworship service
is capable ofministering to all
people regardless of age
'1 2 3
7. As of 2001, most persons
attending Goodrich UMC are
under the age of forty.
1 2 3 8. The majority ofNorman
residents are under the age of
forty.
1 2 3
9. For World War II folk, it
was one's duty to deny
personal desires in favor of
family and others.
1 2 3 10. The Great Depression
fostered a veiy conservative
lifestyle in significant numbers
of that generation.
1 2 3
11. In many ways. Baby
Boomers do not share their
parents' lifestyle values.
1 2 3 12. Baby Boomers believe that
life is valuable and should be
lived fiilly right now.
1 2 3
13. The motto for World
War II folk is "wait, save,
defer. You don't buy now,
pay later."
1 2 3 14. Boomers have tended to be
more emotionally expressive
than their parents.
1 2 3
15. Boomers prefer self-
MfiUment to self-denial.
1 2 3 16. Careers have been
extremely important to
Boomers.
1 2 3
17. Baby Boomers believe
that affluence, (the good life)
is a right, and it is the proper
role of society to provide
opportunities for affluence.
1 2 3 18. One may describe the
World War II generation as
"practical," the Boomers as
"idealistic," and the Busters as
"skeptical."
1 2 3
19. The children ofBaby
Boomers (Baby Busters
1965-1983) are far more
cynical about life than their
parents were.
1 2 3 20. Personal friendships are
one of the Busters' highest
priorities.
1 2 3
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21. Whereas for Boomers,
career was an essential part
of lifeMfillment, Busters
view work as a short-term
means to a more important
end.
1 2 3 22. Busters are intensely media
driven.
1 2 3
23. Busters are the first
generation to
overwhelmingly affirm that
they enjoy television
commercials.
1 2 3 24. Busters rank entertairunent
as a very high, life priority.
1 2 3
25. Busters strongly distrust
institutions and organized
structmes of authority.
1 2 3 26. Loyalty to jobs,
corporations, or organizations is
not in the Buster vocabulary.
1 2 3
27. Busters are very
interested in spirituality but
not in the organized chmch.
1 2 3 28. Busters demonstrate a
preference for churches that
emphasize friendships, informal
authority stmctures, high
entertainment, and practical
application of faith to life.
1 2 3
29. Current teenagers are
very interested in spiritual
matters.
1 2 3 30. The large majority of
current teenagers communicate
well with their parents.
1 2 3
31. Very few teens indicate
that they are "bom again"
Christians.
1 2 3 32. Less than half of current
teenagers see church life as a
priority.
1 2 3
33. Two-thirds of teenagers
view a close relationship
with God as a life priority.
1 2 3 34. Over one-half of teenagers
believe that Jesus committed
sins while he was on earth.
1 2 3
35. Two-thirds of teenagers
believe that the Bible is
totally accurate in all of its
teachings.
1 2 3 36. Over 80 percent of teens
want to have a single marriage
partner for life.
1 2 3
37. Ciurent teenagers are far
more optimistic about life
than their older brothers and
sisters (Busters).
1 2 3 38. Current teenagers are very
much like World War 11
generation adults in terms of
many basic values.
1 2 3
39. The traditional
Caucasian population of
Norman will shrink
dramatically in the next few
decades.
1 2 3 40. Hispanic people groups are
the fastest growing population
segment in the Norman area.
1 2 3
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41. Worship needs and I 2 3 42. Ministry needs and visions 1 2 3
expectations differ across vary across ethnic lines.
ethnic lines.
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APPENDIX D
Leadership Education Curriculum
Annotated Outline
A. BibUcal-Theological Foundation of the Church.
Session 1. The disciple as apprentice to Christ (90 minutes).
This movement explores the image of the disciple of Jesus in the New
Testament. The concept is stressed of an apprentice who becomes like the
master artisan. The nature and fimction of a disciple within the Gospels is
examined in this first module. Further discussion explores the twin images
of salt and light that Jesus used to speak of the nature of discipleship.
a. The nature ofChrist's calling of the disciples (bibhcal texts).
b. Who and what is a disciple? (Guelich)
Session 2. Growth and maturation within a reciprocal community. (90 minutes).
This movement examines the fimction of the local church in both nurture
and outreach. The concept of the layperson as a key component in
congregational spiritual maturation is a primary theme in this unit.
Correlative discussion explores the role of spiritual gifts as tools to equip
the people ofGod for service in ministry and mission. The twin concepts
ofministry within the body and outreach to a multicultural world are
stressed.
a. The early Church as an organism in nurture and outreach.
1. Independent (Acts 11, 13,14).
2. Interdependent (Acts 2; 1 Cor. 12-14; Eph. 4).
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3. The Church: hierarchy or what? (Ogden; Steinbron).
b. Interactive (shared) ministry in Pauline house churches.
1. Paul's use of "co-workers."
Timothy (Rom. 16:21).
Epaphroditus (Phil. 2:25).
The community (Phil. 4:3).
Session 3. Leadership as God's gift to the Church (90 minutes).
This movement explores the specific nature of leadership as illumined by
Scripture. A discussion is included of techniques for both identifying and
developing spiritually-gifted persons within the life of the Church.
a. Spiritual gifts within the Church (1 Cor 12:4-7).
b. Leadership as a distinctive gift (Rom. 12:4-8).
B. Let my people go!
Session 4. Empowerment of the laity (2 hours with suitable breaks).
This module examines a range of leadership-related issues. Discussion
revolves around Hersey's concept of leader-follower readiness. Further
discussion examines in detail the benefits ofCase's attributes of an
empowered team organization, e.g., transparency, training, decision
makmg, and tangible rewards. Lawler and Bandy are evaluated for their
contributions to a correct understanding of leadership principles.
a. Creating a leader-friendly church (Lawler and Case).
b. The benefits of a leadership team (Bandy)
c. Growing leaders (Hersey).
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d. Capitalizing on personnel (Frazer Memorial).
Session 5. Beware flizzy focus (90 minutes).
The module defines and challenges several barriers to eflFective leadership
and empowerment.
a. Barriers to leadership.
Transparent or obscure?
Understand the numbers.
The value and nature of accountability.
Rewards.
Fuzzy thinking.
C. Demographics: Trends and Issues.
Session 6. Where we have been and still are (90 minutes).
In this module, participants explore the statistical history ofGoodrich
Memorial United Methodist Church. The discussion articulates the
implications of this data for the fiiture of the church.
Session 7. The generations and complexion ofNorman (90 minutes).
This module first presents a discussion of the general lifestyle
characteristics of every generation fi-om World War 11 through the
Millennial generation. Second, census data and projections for the
Norman community reveal the hkely complexion ofGoodrich's
community in the fiiture in terms ofboth sociology and ethnicity. The
group is challenged to draw conclusions as to the theological and practical
leadership issues this data presents for Goodrich.
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a. Survey of the dominant characteristics of the generations.
b. Current and projected population trends for Norman.
c. Ethnic issues pertaining to preferences (Schriberg, Schriberg,
and Lloyd).
d. Census projections for ethnic profiles.
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APPENDIX E
Pretest Tally Sheet
Communication and Leadership Issue Awareness Pretest-Posttest
Goodrich Memorial United Methodist Church
Total Responses: 28
I 1
I
>1iirt1ii
St <i
I understand the
statement and
disagree.
I luve no basis for
response.
I understand the
statement and
agree.
For each item listed below, circle the number to the right that best fits the level of
your agreement. Use the scale above to select the most appropriate response. Please
circle only one response per statement.
A. LEADERSHIP
PHILOSOPHY and PRACTICE.
Percentages Percentages
1. The primary som-ce for
local church vision should be
episcopal leadership.
53 28 17 2. It is inappropriate to plan or
organize for spiritual matters.
92 4 4
3. The pastor is the only
appropriate leader in the
local church.
82 4 14 4. It is important for every
member to understand the
mission of the local church.
4 4 92
5. Within the local church, it
is important to share non
confidential information as
widely as possible.
10 7 82 6. Volunteers should be
recognized for faithfiil service
often and in many ways.
11 7 82
7. Church members should
be trained to fiilly participate
in leadership with the pastor.
11 7 82 8. Accountability within the
local church is a good thing.
4 7 89
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9. Leadership and vision for
the local church should
originate on the local level.
18 0 82 10. It is dangerous to allow
church members the freedom to
make creative decisions.
92 7 4
11. It is not important for
congregational members to
participate in the decision
making process.
82 4 14 12. Accountability can be
constructive rather than critical.
4 0 96
13. Accountability can foster
team spirit.
4 14 82 14. A congregation must have a
set of shared core values.
18 4 79
15. Shared core values are
the same as the traditions of
the local church.
29 39 32 16. A local church should use as
many leaders from the
congregation as possible.
0 0 100
17. There is a difference
between tradition and
traditionalism.
4 43 54 18. Persons who are long-time
members of the church should
lead the congregation.
75 21 4
19. The church is benefited
most when the pastor is a
very directive leader.
32 4 64 20. The church should readily
invite new leaders to emerge.
0 4 96
21. New members of the
local church can be active
and effective leaders.
0 0 100 22. A successfiil church
encourages its spiritual
entrepreneurs.
0 7 93
23. The church council is the
appropriate primary vision-
creating body.
29 29 43 24. It is not necessary to train
and develop congregational
leaders for the local church.
89 4 7
25. There is value in seeking
out leaders for the local
church across ethnic lines.
22 36 42
B. THEOLOGY OF THE
CHURCH
1. The church's primary
mission is to care for its
members by providing
comfort, help and support
through tough times.
39 4 57 2. The church should hire staff
to provide programs to care for
the membership.
46 21 32
3 . Sharing the good news of
Jesus Christ should be a
major emphasis of the
chiu-ch.
0 0 100 4. The pastor's primary role is
to do pastoral care (i.e., visit
church families)
79 7 11
5. Congregational leaders
should fimction in the areas
of their greatest gifts.
3 3 94 6. Church members (laity)
should do pastoral care.
11 11 79
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7. The church's emphasis
should include an equal
involvementwith nurture and
outreach.
3 3 94 8. There are very few ministries
that congregational members
carmot do.
14 7 79
9. The ordained pastor can
do ministry more effectively
than congregational members
can.
64 18 21 10. Being a disciple of Jesus
Christ is a total commitment of
one's life.
4 0 96
11. Members of the church
should hold one another
accountable for their
discipleship.
25 29 46 12. Spiritual growth within the
church occurs as members
interact with one another in a
variety of settings.
0 0 100
13. The church should have
high standards for its
membership.
43 21 39 14. The pastor's primary role is
to be a personal care giver to the
congregation.
75 14 11
15. The role of the clergy
and staflf is to equip the
congregation (laity) to carry
out their ministries.
7 7 86 16. Spiritual growth occiu^s
primarily through worship and
preaching.
50 14 36
17. A high quality church
possesses an urgent sense of
purpose.
4 18 79 18. Every layperson is an equal
minister with the clergy.
43 18 39
19. Every layperson should
be involved in an active
ministry.
14 4 82 20. All ministries are lay
ministries.
54 25 21
21. Ministry ideas and action
should arise out of the laity
within the church.
14 21 64 22. The best ministry ideas
originate with the executive
leadersliip of the chiu-ch.
82 14 4
23. All laity should discover
and use the spiritual gift(s).
4 0 96 24. The piupose for the intemal
ministry of the church is to
prepare laity to do ministry in
the world beyond the chiuch.
11 18 71
25. Spiritual growth occurs
as the Holy Spirit gifts many
persons to share ministry
with their chiurch family.
11 11 79 26. It is necessary for the pastor
to lead all worship services.
96 0 4
27. It is important for church
members to envision and
initiate ministries.
0 4 96 28. Most churches in Norman
show little success in multi
cultural ministry.
20 40 40
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C. DEMOGRAPHICS.
1. The church must relate to
each generation differently.
14 4 82 2. There are more generational
groups living side-by-side today
than at any other time in history.
4 18 79
3. The World War II
generation has prized an
ethic of self-denial for the
greater good.
25 43 32 4. Baby Boomers (1946-1964)
have been generally committed
to self-fiilfillment in preference
to self-sacrifice.
25 18 57
5. The majority of American
churches are not effectively
reaching the generations after
World War II.
29 39 32 6. One style ofworship service
is capable ofministering to all
people regardless of age.
93 7 0
7. As of 2001, most persons
attending Goodrich IJMC are
under the age of forty.
36 39 21 8. The majority ofNorman
residents are under the age of
forty.
32 43 25
9. For World War II folk, it
was one's duty to deny
personal desires in favor of
family and others.
4 21 57 10. The Great Depression
fostered a very conservative
lifestyle in signiftcant numbers
of that generation.
4 4 93
11. In many ways. Baby
Boomers do not share their
parents' lifestyle values.
21 7 71 12. Baby Boomers believe that
life is valuable and should be
lived fiilly right now.
11 18 71
13. The motto for World
War II folk is "wait, save,
defer. You don't buy now,
pay later."
11 18 71 14. Boomers have tended to be
more emotionally expressive
than their parents.
7 7 86
15. Boomers prefer seff-
fulfillment to self-denial.
4 29 68 16. Careers have been extremely
important to Boomers.
7 4 89
17. Baby Boomers believe
that affluence, (the good life)
is a right, and it is the proper
role of society to provide
opportunities for affluence.
14 21 64 18. One may describe the World
War 11 generation as "practical,"
the Boomers as "idealistic," and
the Busters as "skeptical."
4 11 86
19. The children ofBaby
Boomers (Baby Busters
1965-1983) are far more
cynical about life than their
parents were.
39 18 43 20. Personal fiiendships are one
of the Busters' highest priorities.
18 32 50
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21. Whereas for Boomers,
career was an essential part
of life iiilfillment, Busters
view work as a short-term
means to a more important
end.
18 29 54 22. Busters are intensely media
driven.
7 25 68
23. Busters are the first
generation to
overwhelmingly affirm that
they enjoy television
commercials.
14 32 54 24. Busters rank entertainment
as a very high, life priority.
7 29 64
25. Busters strongly distrust
institutions and organized
structines of authority.
21 32 46 26. Loyalty to jobs,
corporations, or organizations is
not in the Buster vocabulary.
18 32 54
27. Busters are very
interested in spirituality but
not in the organized church.
0 43 57 28. Busters demonstrate a
preference for churches that
emphasize friendships, informal
authority stmctures, high
entertainment, and practical
application of faith to life.
0 29 71
29. Current teenagers are
very interested in spiritual
matters.
25 32 43 30. The large majority of
current teenagers communicate
well with their parents.
64 21 14
3 1. Very few teens indicate
that they are "bom again"
Christians.
14 36 50 32. Less than half of current
teenagers see church life as a
priority.
7 29 64
33. Two-thirds of teenagers
view a close relationship
with God as a life priority.
50 36 14 34. Over one-half of teenagers
believe that Jesus committed sins
while he was on earth.
36 43 21
35. Two-thirds of teenagers
believe that the Bible is
totally accurate in all of its
teachings.
43 43 14 36. Over 80 percent of teens
want to have a single marriage
partner for life.
29 29 43
37. Current teenagers are far
more optimistic about life
than their older brothers and
sisters (Busters).
25 43 32 38. Current teenagers are very
much like World War n
generation adults in terms of
many basic values.
50 43 7
39. The ti-aditional
Caucasian population of
Norman will shrink
dramatically in the next few
decades.
30 53 17 40. Hispanic people groups are
the fastest growing population
segment in the Norman area.
18 29 53
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41. Worship needs and 22 25 53 42. Ministry needs and visions 20 30 50
expectations differ across vary across ethnic lines.
ethnic lines.
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APPENDIX F
Posttest Experimental Group Tally Sheet
Communication and Leadership Readiness Pretest-Posttest
Goodrich Memorial United Methodist Church
Total Responses: 13
I understand the
statement and
y disagree.
I have no basis for
response.1
;
�
I understand the
S i statement and
agree.
For each item listed below, circle the number to the right that best fits the level of
your agreement. Use the scale above to select the most appropriate response. Please
circle only one response per statement.
A. LEADERSHIP
PHILOSOPHY and PRACTICE.
Item Percentages Item Percentages
1. The primary som^ce for
local church vision should be
episcopal leadership.
69 23 8 2. It is inappropriate to pla
spiritual matters.
92 8 0
3. The pastor is the only
appropriate leader in the
local church.
92 0 8 4. It is important for every
member to understand the
mission of the local
church.
0 0 100
5. Within the local church, it
is important to share non
confidential information as
widely as possible.
8 8 85 6. Volimteers should be
recognized for faithfiil
service often and in many
ways.
0 0 100
7. Church members should
be trained to fiilly participate
in leadership with the pastor.
0 0 100 8. Accountability within
the local church is a good
thing.
0 0 100
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9. Leadership and vision for
the local church should
originate on the local level.
0 0 100 10. It is dangerous to
allow church members the
freedom to make creative
decisions.
100 0 0
11. It is not important for
congregational members to
participate in the decision
making process.
92 0 8 12. Accountability can be
constructive rather than
critical.
0 0 100
13. Accountability can foster
team spirit.
0 0 100 14. A congregation must
have a set of shared core
values.
8 0 92
15. Shared core values are
the same as the traditions of
the local church.
64 15 23 16. A local church should
use as many leaders from
the congregation as
possible.
0 0 100
17. There is a difference
between tradition and
traditionalism.
23 15 62 18. Persons who are long
time members of the
church should lead the
congregation.
92 8 0
19. The church is benefited
most when the pastor is a
very directive leader.
38 0 62 20. The church should
readily invite new leaders
to emerge.
0 0 100
2 1 . New members of the
local church can be active
and effective leaders.
0 0 100 22. A successfiil church
encourages its spiritual
enfrepreneurs.
0 0 100
23. The church council is the
appropriate primary vision -
creating body.
77 8 15 24. It is not necessary to
train and develop
congregational leaders for
the local church.
100 0 0
25. There is value is seeking
out leaders for the local
church across ethnic lines.
22 11 67
B. THEOLOGY OF THE
CHURCH
1. The church's primary
mission is to care for its
members by providing
comfort, help and support
through tough times.
46 8 46 2. The church should hire
staff to provide programs
to care for the
membership.
92 8 0
3. Sharing the good news of
Jesus Christ should be a
major emphasis of the
church.
0 0 100 4. The pastor's primary
role is to do pastoral care
(i.e., visit church families).
92 8 0
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5. Congregational leaders
should function in the areas
of their greatest gifts.
8 0 92 6. Church members (laity)
should do pastoral care.
15 0 85
7. The church's emphasis
should include an equal
involvementwith nurtme and
outreach.
0 0 100 8. There are very few
ministries that
congregational members
carmot do.
8 0 92
9. The ordained pastor can
do ministry more effectively
than congregational members
can.
77 15 8 10. Being a disciple of
Jesus Christ is a total
commitment of one's life.
0 0 100
11. Members of the church
should hold one another
accountable for their
discipleship.
8 0 92 12. Spiritual growth
within the church occurs as
members interact with one
another in a variety of
settings.
0 0 100
13. The church should have
high standards for its
membership.
31 15 54 14. The pastor's primary
role is to be a personal care
giver to the congregation.
100 0 0
15. The role of the clergy
and staff is to equip the
congregation (laity) to cany
out their ministries.
0 0 100 16. Spiritual growth
occins primarily through
worship and preaching.
54 8 38
17. A high quality church
possesses an urgent sense of
purpose.
8 0 92 18. Every layperson is an
equal minister with the
clergy.
15 8 77
19. Every layperson should
be involved in an active
ministry.
0 0 100 20. All ministries are lay
ministries.
23 8 69
21. Ministry ideas and action
should arise out of the laity
within the church.
0 8 92 22. The best ministry
ideas originate with the
executive leadership of the
church.
100 0 0
23. All laity should discover
and use the spiritual gift(s).
0 8 92 24. The purpose for the
intemal ministry of the
chmch is to prepare laity to
do ministry in the world
beyond the church.
0 15 85
25. Spiritual growth occurs
as the Holy Spirit gifts many
persons to share ministry
with their chiu-ch family.
0 0 100 26. It is necessary for the
pastor to lead all worship
services.
100 0 0
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27. It is important for church
members to envision and
initiate ministries.
0 0 100 28. Most churches in
Norman show little success
in multicultural ministry.
10 30 60
C. DEMOGRAPHICS.
1. The church must relate to
each generation differently.
8 8 85 2. There are more
generational groups living
side-by-side today than at
any oUier time in history.
0 0 100
3. The World War II
generation has prized an
ethic of self-denial for the
greater good.
15 8 77 4. Baby Boomers (1946-
1964) have been generally
committed to self-
fiilfillment in preference to
self-sacrifice.
0 0 100
5. The majority of American
churches are not effectively
reaching the generations after
World War II.
0 8 92 6. One style ofworship
service is capable of
ministering to all people
regardless of age.
77 8 8
7. As of 2001, most persons
attending Goodrich UMC are
under the age of forty.
15 15 69 8. The majority of
Norman residents are
under the age of forty.
15 8 77
9. For World War II folk, it
was one's duty to deny
personal desires in favor of
family and others.
0 0 100 10. The Great Depression
fostered a very
conservative lifestyle in
significant niunbers of that
generation.
0 0 100
11. In many ways. Baby
Boomers do not share their
parent's lifestyle values.
0 0 100 12. Baby Boomers believe
that life is valuable and
should be lived fiilly right
now.
0 0 100
13. The motto for World
War 11 folk is "wait, save,
defer. You don't buy now,
pay later."
0 0 100 14. Boomers have tended
to be more emotionally
expressive than their
parents.
0 8 92
15. Boomers prefer self-
fiilfillment to self-denial.
0 0 100 16. Careers have been
extremely important to
Boomers.
15 0 85
17. Baby Boomers believe
that affluence, (the good life)
is a right, and it is the proper
role of society to provide
opportunities for affluence.
0 0 100 18. One may describe the
World War II generation as
"practical," the Boomers as
"idealistic," and the
Busters as "skeptical."
0 0 100
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19. The children ofBaby
Boomers (Baby Busters
1965-1983) are far more
cynical about life than their
parents were.
0 15 85 20. Personal friendships
are one of the Busters'
highest priorities.
15 15 70
21. Whereas for Boomers,
career was an essential part
of life fulfillment. Busters
view work as a short-term
means to a more important
end.
0 0 100 22. Busters are intensely
media driven.
0 0 100
23. Busters are the first
generation to
overwhelmingly affirm that
they enjoy television
commercials.
8 23 69 24. Busters rank
entertainment as a very
high life priority.
0 15 85
25. Busters strongly distrust
institutions and organized
structures of authority.
0 15 85 26. Loyalty to jobs,
corporations, or
organizations is not in the
Buster vocabulary.
8 7 85
27. Busters are very
interested in spirituality, but
not in the organized church.
8 15 77 28. Busters demonstrate a
preference for churches
that emphasize friendships,
informal authority
stmctures, high
entertainment, and
practical apphcation of
faith to life.
0 8 92
29. Current teenagers are
very interested in spiritual
matters.
15 15 70 30. The large majority of
current teenagers
communicate well with
their parents.
38 8 54
3 1 . Very few teens indicate
that they are "bom again"
Christians.
23 23 54 32. Less than half of
current teenagers see
church life as a priority.
38 8 54
33. Two-thirds of teenagers
view a close relationship
with God as a life priority.
31 15 54 34. Over one-half of
teenagers believe that
Jesus committed sins while
he was on earth.
62 15 23
35. Two-thirds of teenagers
believe that the Bible is
totally accurate in all of its
teachings.
23 23 54 36. Over 80 percent of
teens want to have a single
marriage partner for life.
0 31 69
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37. Current teenagers are far
more optimistic about life
than their older brothers and
sisters (Busters).
8 0 92 38. Current teenagers are
very much like World War
11 generation adults in
terms ofmany basic
values.
23 23 54
39. The U-aditional
Caucasian population of
Norman will shrink
dramatically in the next few
decades.
17 0 83 40. Hispanic people
groups are the fastest
growing population
segment in the Norman
area.
0 8 92
41. Worship needs and
expectations differ across
ethnic lines.
4 0 96 42. Ministry needs and
visions vary across ethnic
lines.
4 0 96
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APPENDIX G
Module Feedback Sheet
1. What was the most significant insight or discovery for you during this module?
2. What Questions would you like to ask about this subject matter?
3. What issue(s) related to this subject matter would you like to explore firrther?
4. What could have made this module more effective for you?
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